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TRANSACTIONAL LEADERSHIP STYLES, AND TEACHERS'
JOB SATISFACTION IN TAIWAN HIGHER EDUCATION
Chi-Ling Sung
Abstract
This study examined the influence of supervisors' transformational and
transactional leadership styles on job satisfaction of college and university in Taiwan.
The purpose of this study was to examine the relationship between supervisors'
transformational and transactional leadership styles, and the satisfaction of Taiwan's
higher education instructors. The number of teachers at the university level in Taiwan
rose 36.8% from 1951 to 2004; therefore faculty job satisfaction is an important issue.
Schools want to keep their faculty and reputation to maintain a competitive edge. This
non-experimental, quantitative, explanatory correlation and explanatory comparative
survey research explores the relationship between supervisors' transformational and
transactional leadership styles and the job satisfaction of Taiwan's college and university
faculty.
This study utilized two questionnaires and five demographic and work profiles.
The two questionnaires were: The transformational leadership and transactional
leadership of the MLQ-5x short-form developed by Bass and Avolio (1995), and Teacher
Job Satisfaction Questionnaire (TJSQ) developed by Lester (1984). In this study, 500
full-time teachers in Taiwan higher education were randomly selected. These
questionnaires were mailed to them along with an introduction letter and a consent form.

One hundred and fifty-seven of the 500 survey instruments were returned,
yielding a return rate of 31%. Thirty were excluded, leaving 127 valid-survey
instruments. The data were analyzed using the statistical software program SPSS12.0.
Data analysis consisted of descriptive statistics, exploratory factor analysis, independent
t-test and multiple regression analysis.
The study found that teachers who perceived transformational leadership were the
most satisfied with their jobs.

In contrast, teachers who perceived transactional

leadership reported less job satisfaction. In addition, Taiwanese higher education
teachers with the most teaching experience were the more satisfied. Teacher job
satisfaction increased with years of teaching experience. This study was limited to the
relationship between supervisors' transformational and transactional leadership styles,
and teachers' job satisfaction in higher education institutions in Taiwan. Future studies
should add laissez-faire leadership to the research questions and hypotheses.
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CHAPTER I
INTRODUCTION TO THE STUDY

Due to the recent cultural interest in knowledge and in acquiring a higher
education, the educational system and environment in Taiwan have been rapidly
changing as the number of colleges and universities in Taiwan has risen. According to
the Taiwan Ministry of Education, Department of Statistics (2004), there were 162 junior
colleges, colleges and universities in the country in 2004 (Ministry of Education, 2004).
The number of university teachers in Taiwan rose 36.8% from 1951 to 2004 (Ministry of
Education, 2004). Schools want to keep their faculty and reputation. Morrison, Jones
and Fuller's study (as cited in Shieh, 2001) stated that to manage an organization
effectively, leaders have to understand the social environment and realize the needs of
employees. The fundamental elements in employees' effectiveness are leadership style
and job satisfaction (Shieh, Mills & Waltz, 2001). This study examines the relationship
between supervisors' transformational, or transactional leadership styles and teachers' job
satisfaction.
Leadership can be transformational or transactional. Transformational
leadership is based on trust and commitment between leaders and followers.
Transformational leaders teach their employees the importance of job values and
cultivate the employees' interest in a group or organization (Bass, 1985a; Yukl, 1989).
Transactional leadership is based on a contingent reward system. It focuses on the
rewards and punishments in return for followers' performance (Bass, 1985a). Bass
(1999) stated that transactional leaders set reward good performance and provide
constructive feedback.

To create a well-developed organizational leadership style, employee satisfaction
should be considered. For higher education systems, teachers have been found in
situations which caused satisfaction or dissatisfaction about their job.

Satisfaction is

closely related to motivation (Evans & Maas, 1969). The factors that Frederick
Herzberg (1959) associated with job satisfaction were not associated with job
dissatisfaction. Herzberg (1959) referred to the factors that caused job satisfaction as
intrinsic factors, and the factors that caused job dissatisfaction as extrinsic factors.
Those factors were not directly related to the job, but they affected short-and long-term
job satisfaction and job dissatisfaction. According to Herzberg (1959) the primary job
satisfiers were achievement, recognition, the work itself, responsibility and advancement.
The primary sources of dissatisfaction were company policy, administration,
supervision-technical, salary, interpersonal relations with supervisors and working
conditions
Purpose

The primary purpose of this non-experimental, quantitative, explanatory
correlation and explanatory comparative survey research is to explore the relationship
between supervisors' leadership styles and teachers' job satisfaction in a Taiwan's
colleges and universities. The specific purposes of this study are to:
1. Describe the personal characteristics of the Taiwanese college and university

faculty, their perceptions of their supervisors' leadership styles, and their job
satisfaction.
2. Explain the relationship between the higher education Taiwanese teacher's

perceptions of the leadership style of supervisors and teacher job satisfaction.

3. Explain the relationship between personal characteristics of higher education
Taiwanese teachers, perceptions of the leadership styles of supervisors and
teacher job satisfaction.

Definition of Terms

Independent Variables
Transformational Leadership
Theoretical definition. "Transformational leaders are moral agents who focus
themselves and others on achieving higher level missions and purposes in higher levels of
commitment, trust, loyalty, and performance" (Avolio, 1999, p. 34). Transformational
leahership focuses on "followers' attitudes, beliefs, motivation, and confidence.. .from a
lower to a higher plane or arousal and maturity" (Bass, 1985, p. xiii). Bass (1985) also
defined transformational leaders as "transcending their own self-interest for the good of
the group, organization, or country" (p. 15).
Operational definition. In this study, transformational leadership was measured
by the Multifactor Leadership Questionnaire (MLQ 5x-short form) which was developed
by Bass and Avolio (1995). The instrument was translated into Mandarin. The
subscales are Idealized Influence (Attributed), Idealized Influence (Behaviors),
Inspirational Motivation, Intellectual Stimulation, and Individualized Consideration.
The Multifactor Leadership Questionnaire consists of five items (Appendix B). The
followers described their supervisor' leadership on each item using a frequency scale.
Data analysis used SPSS and the result shows that transactional leadership style is
significant to teacher job satisfaction.

Transactional Leaderslzip
Theoretical definition. Transactional leadership consists of "agreements or
contracts to achieve specific work objectives, discovering individuals' capabilities, and
specifying the compensation and rewards that can be expected upon successful
completion of the tasks" (Bass & Avolio, 1997, p. 2). It "focuses on setting standards and
either passively waiting for mistakes to occur before taking action.. .or.. .closely
monitoring for the occurrence of any mistake" (Bass & Avolio, 1997, p. 2).
Operational definition. In this study, transactional leadership was measured by
the Multifactor Leadership Questionnaire (MLQ Sx-short form) which was developed by
Bass and Avolio (1995).

The instrument was translated into Mandarin. The subscales

are Contingent Reward (CR), Management-by-Exception (Active) (MBE-A), and
Management-by-Exception (Passive) (MBE-P). The Multifactor Leadership
Questionnaire consists of three items (Appendix B). The followers described their
supervisors' leadership on a frequency scale. Data analysis used SPSS and the result
shows that transactional leadership style is significant to teacher job satisfaction.

Dependent Variables
Job Satisfaction
Tlzeoretical definition. Job satisfaction is "the difference between the amount of
some valued outcome that a person receives and the amount of the outcome he feels he
should receive" (Porter et al., 1975, p. 53).
Operational definition. In this study, teachers' job satisfaction was measured by
the Teacher Job Satisfaction Questionnaire (TJSQ) which was developed by Lester
(1984). The subscales were supervision, colleagues, working condition, pay,
responsibility, work itself, advancement, security, and recognition. The Teacher Job
Satisfaction Questionnaire consists of nine items (Appendix C). The followers
described their supervisors' leadership on a frequency scale. Data analysis used SPSS
and the result shows that transactional leadership style is significant to teacher job
satisfaction.
Justification

Since Taiwan's higher education administrators want to keep their faculty and
reputation, it is essential to understand what makes teachers happy. To manage an
organization effectively, leaders have to understand the social environment and realize
the needs of employees. The factors which influence employees' effectiveness are
leadership style and job satisfaction.
Teachers who work under transformational or transactional leaders can
significantly influence job satisfaction. Teachers who perceived transformational
leadership reported greater job satisfaction. Hence, understanding the way in which

transformational or transactional leadership influences teachers' job satisfaction is
important to Taiwan's higher education system.
Many empirical studies have suggested that future studies of transformational
leadership, transactional leadership and job satisfaction be examined in different
organizations and countries. However, many studies have discussed related topics; no
study explored the relationship among transformational, transactional leadership styles
and teachers' job satisfaction in Taiwan higher education. Additionally, this study
examined different levels ofjob satisfaction can be caused by differences in individual
employees' personal characteristics in Taiwan higher education system. In order to
keep their professional faculty and reputation to maintain a competitive edge, Taiwan
higher education system need to understands the needs of teachers and job satisfaction.
This study helped higher education schools increase good teaching quality in the
classroom, also keep the professional faculty and reputation.
This study consisted of one research question and, hypotheses with measurable variables.
This study was feasible because it was conducted within a reasonable amount of time,
subjects were available, and concepts in the theoretical frameworks could be measured.

Delimitations and Scope
The study was limited to the Taiwan higher education system. Surveys were
sent to 500 faculty members at universities and institutes of technology in Taiwan, and
157 (3 1%) responded. Perceived leadership styles were examined on the basis of
transformational and transactional leadership styles of the MLQ 5x-Short Form.
Teacher job satisfaction was measured in terms of (a) supervision, (b) colleagues, (c)

working conditions, (d) pay, (e) responsibility, ( f ) work itself, (g) advancement, (h)
security, and (i) recognition (Lester, 1984).
This study examined the influence of supervisors' transformational and
transactional leadership on the job satisfaction of Taiwan higher education faculty.
Linkages between transformational leadership, transactional leadership, and job
satisfaction were described.
Chapter I provides an overview to the study which described the problem and
importance in transformational, transactional leadership and teacher job satisfaction. In
addition, the purpose of this study is described, the terms of this study are theoretically
and operationally defined, and delimitations are indicated.

The justification is

significant, researchable and feasible. The delimitations and scope are defined in this
study.

Chapter I1 includes the literature review, theoretical framework, research

question and hypotheses were described in this study about the relationship among
supervisors' transformational, transactional leaderships and teachers' job satisfaction in
Taiwan higher education. Chapter I11 describes the methodology for the proposed
model which discusses the research design, population and sampling plan, the
instruments, procedures and ethical aspects, methods of data analysis and evaluation of
the research methodology. Chapter IV presents descriptive characteristics of the final
results and hypotheses testing.

Chapter V reports a discussion of the results and

interpretations, limitations, practical implications and recommendations.

CHAPTER I1
LITERATURE REVIEW, THEORETICAL FRAMEWORK, RESEARCH
QUESTION, AND HYPOTHESES
Literature Review

Leadership
TheoreticalReview
"Leadership is a universal human phenomenon" (Bass, 1981, p. 5). There are
many definitions of leadership; the majority of which involve the idea of guiding
followers to their goals (Yukl, 2002). Burns (1979) claimed that leadership is hard to
understand, but easy to perceive in human activities. Smith (2000) stated that
"leadership is the process or activity of influencing an individual or group in efforts
towards achieving a goal" (p. 4). Hackman and Johnson (2000) defined leadership as
"human communication which modifies the attitudes and behaviors of others in order to
meet shared group goals and needs" (p. 36). Leadership can be transformational or
transactional. Bums (1978) stated that transformational and transactional leadership are
both based on human morals and ethics. Leadership types have been identified from
years of study and empirical research.

Empirical Review
Rosenthal(1976) conducted a study of the relationship between perceptions of
leadership behavior and job satisfaction by teacher-coordinators. The sample was 78
vocational education administrators in Michigan public schools in 1974-1975. This
study used the Leader Behavior Description Questionnaire (LBDQ) and the Job

Satisfaction Questiollnaire (JSQ) to determine the link between leadership roles and job
satisfaction. The study found a significantly negative attitude between
teacher-coordinators and job satisfaction. There were non-significant leadership
perceptions of vocational education administrators and teacher-coordinators.
w
job satisfaction might be influenced by a
Collmer (1989) studied h ~ teacher
principal's leadership style. The purpose of Collmer's (1989) study was to investigate
the relationship between elementary school principals' leadership styles and teachers job

J'

satisfaction. This study used the ob Descriptive Index (JDI) to determine job
satisfaction and the Leader Behavior Description Questionnaires Form XI1 to measure
leadership styles. Collmer (1989) applied a non-experimental, quantitative design to

200 elementary teachers from 34 school districts. This study examined leadership styles
and principles of job satisfaction and dissatisfaction. The findings showed that teachers'
performance depends on the environment and the leadership types of their principals.
Collmer (1989) concluded that the interaction between principals and teachers directly
influences the relationship between teachers and students. When principals appear
warm, caring and sensitive to teachers' ideas and needs, teachers are more satisfied. In
addition, it is important for teachers to be involved in the decision making process and to
feel free to try new ideas and techniques.
U7ilcox(1993) studied the relationship between teachers' perceptions of their
principals' leadership style and their own job satisfaction and morale. The purposes of
this study were to rethink the role of school leaders and to investigate the relation3hip
between principals' leadership styles, teacher job satisfaction and morale. This study
used the Job Descriptive Index. Master Teacher Inc.'s Self Assessment of Leadership

Style, and Phi Delta Kappa's Inventory of1,eaders Potential for Facilitating Staff Morale
to examine the leadership style of high school principals and the impact on teacher job
satisfaction and morale. The participants were 285 teachers. The study indicated that
leadership styles significantly affected teachers' job satisfaction and morale. High
school teachers were more satisfied with leaders who thoroughly understood leadership
theory.
Lin (2003) examined presidential leadership styles and faculty job satisfaction at
the Taiwanese Institutes of Technology. The study explored the relationship between
presidential leadership styles and faculty job satisfiction at the Institutes of Technology
in Taiwan. This study utilized the Leader Behavior Description Questionnaire (LBDQ)
to examine leadership styles and Minnesota Satisfaction Questionnaire (MSQ) to measure
faculty job satisfaction. The participants were 440 full-time faculty in eight institutes of
technology in Taiwan. The study found that those faculty were satisfied with their job.
Presidents' leadership styles are strongly related to faculty job satisfaction. Faculty are
satisfied with their job when presidents appear capable and care about them. Gender,
age, length of service, academic rmk and job responsibilities significantly affected
faculty's job satisfaction.

Transformational Leadership
Theoretical Review
Transformational ieadership is a process of inspiring change and empowering
followers to improve themselves and tl~eorganization. It makes followers accept
responsibility and accountability for themselves (Koehler & Pankowski, 1997). Bass
(1985) cited four characteristics of transformational leadership: charisma, inspiration.

intellectual stimulation and individuzli~edconsideration. Charismatic leaders are those
who with pride, faith and respect, encourage workers to have their own ideas.
Inspiration is the ability to motivate followers to meet high expectations. Leaders use
intellectual stimulation to encourage their employees to be innovatwe in their problem
solving. In addition, individualized consideration is the degree of personal attention and
encouragement of self development a leader devotes to the employees (Bass, 1985).
Bass (1 985b) described three traits of transformational leaders:
1. They have charisma that can motivate followers.

2. They have provide intellectual stimulation to employees.
3. They can serve as a role model.

Sosik (1997) indicated that when employees have the freedom to create new ideas,
they are more likely to share those ideas. A transformational leader who creates and
shares knowledge can motivate employees. Some leadership scholars disagreed with
Bass (1985), arguing that some organizational conditions and environments prevent
transformational leaders from hctioning as effectively (Conger, 1999; Conger &
Kanungo, 1998; Yukl& Howell, 1999). Transformational leadership is comprised of
the following five factors (Antonakis & House, 2002):
1.Idealized influence (attributed), or attributed charisma, refers to follower
attributions about the leader as a result of how they perceive the leader's power,
confidence, and transcendent ideals.

2. Idealized influence (behaviors) refers to specific leader behaviors that reflect the
leaders' values and beliefs, their sense of ir~issionand purpose, and their ethical
and moral orientation.

3. Inspirational motivation refers to leaders v<lioinspire and motivate followers to
reach ambitious goals, raising followers' expectations, communicating confidence,
and creating a self-fulfilling prophecy.
4. Intellectual stimulation refers to how leaders question the status quo, appeal to the
followers' intellect to make them question their assumptions and invite innovative
and creative solutions to problems.
5. Individualized consideration refers to leaders who provide customized

socio-emotional support to followers, while developing and empowering them. (p.
9-10)
Transformational leadership has been related to the literature on values, moral
character, and implementation of social and ethical choices (Bass, 1999) "including the need
for the leader to provide a vision, to role model appropriate behaviors, to provide
individualized consideration, to meet the varied needs of diverse employees, to provide the
intellectual stimulation that comes with empowerment, and to create group goals that are the
essential of a shared mental model" (Spreitzer, 2003, p. 84).
Transformational leadership theories can provide an understanding of how leaders
manage of organizational knowledge (Bryant, 2003). Transformational leadership is based
on what the leader has accomplished and his relationship with the group. The
transformational leader can bring positive changes to an organization (Dubrin, 2004).
Dubrin (2004) claimed that the leader needs to improve organizations7performance. The
transformations can take place under the following circumstances: the transformational
leader can raise the group's awareness oithe importance and values of rewards;
transactional leader also encourages people to look Sepoild their self-interest for the good of

the team and the organization. Transfo~mationalleaders help people search for satisfaction
and to understand the need for organizational change. They convey a sense of urgency to
their managers. The transformationz! leader is committed to greatness, adopts a long term
perspective, and builds trust (Dubrin, 2004).
Empirical Review

Medley and Larochelle (1995) studied the relationship between nurses' leadership
styles and the job satisfaction of the nursing staff. This study used the Multifactor
Leadership Questionnaire and the Index of Work Satisfaction to measure
transformational leadership and job satisfactior, among 122 staff nurses in community
hospitals. The study revealed that staff nurses in hospitals do perceive transformational
leadership styles. Staff nurses have greater job satisfaction if their leaders practice
transformational leadership.
Lee (2005) investigated teachers' job satisfaction and school commitment using
the transformational leadership model in Taiwan. The participants were 1,250
secondary school teachers in 2003. This study ilsed self-report questionnaires to
examine the relationship between principals' transformational leadership styles and
teachers' job satisfaction. The results showed that transformational leadership has
significant and positive effects on job siitisfaction and school commitment. Teachers
are satisfied and committed when they perceive that their principal provides a vision of
the hture for the school, accepts group goals, offers individual support, and conveys high
performance expectations.

Trunsactional Lenrlership
Tlzeoretical Review

Transactional leadership is based on with a system of rewards and punishments
(Dubrin, 2004). Bass (1985) indicated that transactional leaders focus on engaging in
exchanges with their team members, these exchanges are based on what the leaders
expect. In exchange, leaders articulate the goal and offer rewards if the goal is achieved.
Transactional leaders focus on getting to the goal and finishing the task; they usually pay
less attention to the needs of the organization (Avolio, 1999).
Transactional leaders give rewards and punishments to motivate employees'
performance, and to promote relationships with them (Bass, 1985). Bryant (2003)
stated that transactional leaders have three primary characteristics. First, transactional
leaders work with their team members and try to get a reward for their goal. Second,
they will exchange the rewards and promises of the reward for work effort. Finally,
transactional leaders are responsive to the immediate self-interests of workers.
Transactional leadership exchanges what leaders expectation and set up a connection
between goals and rewards (Bryant, 2003).
According to Antonakis and House (2002), "a trmsactional leader clarifies role
and task requirements and provides followers positive.and negative rewards contingent
on successful performance". There are three reward factors in transactional leadership:

1. Contingent reward leadership is based on economic and emotional
exchanges, by clarifying role requirements, and rewarding and praising
desired.outcomes.
2.

Management-by-exception active is a negative transaction, because the

leader monitors deviations from norms and provides corrective action.
3.

Management-by-exception passive is similar to management-by-exception
active; however, passive leaders wait until deviations occur before
iniervening.

Empirical Review
Patricia (2002) studied transactional and transformational leadership, and how the
two relate to job satisfaction. The participants of the study were engineers and technical
support staff at an aerospace company. This study used the Multifactor Leadership
Questionnaire (MLQ) and Job Describe Index (JDI) to measure transactional and
transformational leadership and job satisfaction. The study concluded that transactional
leadership was not positively related to job satisfaction but that transformational
leadership was.
Kirkman (2004) conducted a study of how transformational leadership and the
effectiveness of community college department chairs affect faculty job satisfaction.
The participants were faculty and department chairs at community colleges in Missouri.
The study used the Multifactor Leadership Questionnaire (MLQ) to determine leadership
styles and effectiveness. It also used the Job Satisfaction Survey (JSS) to measure
faculty job satisfaction. The questionnaires explored faculty's perceptions of the
transformational leadership styles of department chairs. The findings showed a weak
negative correlation between transactional leadership and faculty job satisfaction and a
moderate negative correlation between transformational leadership and faculty job
satisfaction. There were non-significant correlations in propensities and tendencies of
chairpersons. Transfornational leadership did not lcsd to great job satisfaction.

Job Satisfaction
Theoretical Review

Arnburgey (2005) stated that job satisfaction is a~nimportant element of success in
an organization. Morgan, McDonagh and Ryan-Morgan (1995) divided job satisfaction
into two types. Global job satisfaction concerned all levels ofjob satisfaction . Global
job satisfaction explained that understanding job satisfaction itself is just as important as
understanding individual employees. The second type of job satisfaction is facet job
satisfaction. Facet job satisfaction depends on an individual's position in the
organization. Different levels of job satisfaction arise from the differences in
employees' working experiences.
Many researchers have linked job satisfaction to teacher retention among
administrative leadership, support, interaction and emotional support from mentors and
colleagues (as cited in Fiore & Whitaker, 2005). Futrell(1999) claimed that many
teachers are frustrated because of "rigid, bureaucratic hierarchy in which teachers are
treated like tall children rather than like professionals" (p. 3 1).
Porter, Latvler, and H a c h a n (1975) pointed out that job satisfaction "is
determined by the difference between the amount of some valued outcome that a person
receives and the amount of the outcome he feels he should receive" (p. 53). In addition,
job satisfaction is "a pleasure or positive emotional state, resulting from the appraisal of
one's job or job experiences" (Lbcke, 1976, p. 1300). In 1959, Herzberg stated that
there are certain things about a job with which people are satisfied and dissatisfied.
However, Herzberg stated that "the factors about the job whkh caused satisfaction were

not necessarily the same factors which caused dissatisfaction" (as cited in Evans & Mass,
1969, p. 9).
Evans and Maas (1969) stated that a combination of factors cause job satisfaction
and dissatisfaction. Cause of dissatisfaction are extrinsic (salary, status, and job
security, working conditions, supervision-technicai, company policy and management,
procedures and interpersonal relations); the cause of satisfaction are intrinsic
(achievement, responsibility, work itself, factors in personal life, advancement, and
possibility for growth, and recognition). These factors were not directly related to work,
but some were determined to be of short-term effect or long-term effect in job
satisfaction or job dissatisfaction.
Empirical Review
Metcalfe (1993) sought to determine the factors that contribute to job satisfaction
among principals in Los Angeles County, California. The demographic variables were
community type, size of district, size of school, total number of classroom teachers, total
number of support staff, and income. The result confirmed Hertzberg's theory (1959)
that achievement, recognition, growth, advancement, responsibility, and work were
associated with job satisfaction. In addition, interpersonal relationships, salary, security,
policizs, administration, competence of a s~pervisor,and working conditions influenced
job satisfaction. The age and gender of principals did not have any significant impact
on job satisfaction.
1,iu (2005) assessed the relationship between directors' leadership behavior and
physical education teachers' job satisfaction in northeln Taiwan. The study also listed
demographic data related to gender, age, marital status. years of teaching at the institution,

highest education level, monthly salary, and teaching rank to investigate teachers' job
satisfaction. The researcher used Leader Behavior Description Questionnaire XI1

(LBDQ XII) and Teacher .lob Satisfaction Questionnaire (TJSQ) in this study. The
study revealed a relationship between teachers' job satisfaction and leadership behavior.
In addition, several demographic variables affected teachers' job satisfaction and
directors' leadership behavior.

Job Satisfaction
Theoretical Review
In 1935, Hoppock stated that job satisfaction is a physiological and psychological
feeling. Syptak, Marsland and Ulmer (1999) pointed out that employee satisfaction and
retention have always been important issues in an organization. Humans have needs
and expectations and equity, and scholars have observed that needs theories, Vroom's
expectancy theory, and Adam's equity theory are related to job satisfaction (Adams, 1965;
Maslow, 1954; Vroom, 1964). The needs theories include (a) Maslow's Hierarchy of
Needs Theory (19541, (b) Herzberg's Two-Factor (motivator-hygiene) Theory (1959), (c)
McClelland's Needs Theory (1963), and (d) Alderfer's Existence, Relatedness, and
Growth (ERG) Theory (1972).
Maslow (1954) described a hierarchy of needs: physiological, security, social,
self-esteem, and self-actualization. He separated these five needs into a higher order
(social, esteem, and self-actualization); and a lower order (physiological and safety)
(Maslow, 1954).
Herzberg's Motivator-Hygiene Theory (1959) saw two categories of human needs:
one causes satisfaction and the other causes dissatisfaction. Hertzberg's Two-Factor

Theory (1959) included context (hygiene) and content (motivators) factors (Gibson,
Ivancevich, DonneIIy & Konopaske, 2003). Context factors are the extrinsic conditions
of pay, status, and job security, working conditions, fringe benefits, policies, procedures
and interpersonal relations. Content factors are thc intrinsic conditions of fee!ings of
achievement, increasing responsibility, meaningful work, opportunities for advancement,
and opportunities for growth, and recognition. (Gibson et al., 2003, p. 133). Dereinda
(1984) stated that "job satisfaction and job dissatisfaction should not be considered as
opposite ends of the same continuum, but rather as different factors. Thus, the opposite
of dissatisfaction is no dissatisfaction, whereas the opposite of satisfaction is no
satisfaction" (Dereinda, 1984, p. 31).
McClelland's Thcory of Needs (1963) focused on achievement and power.
'

Mondy, Sharplin and Premeaux (1991) stated that a person who is willing to work hard,
should have the responsibility for solving problems. Another factor is the higher need
achieve. A person who would like to influence or control people has the higher need in
power. A person who would like to establish good relationships with others has the
higher need in affiliation.
In 1972, Alderfer agreed with Idaslow. IJis ERG theory defines three categories
of human needs: existence, relatedness, and growth. Existence is related to physical
well-being; relatedness needs noted relationships anong people. These are similar to
Maslow's (1951) physiological needs and the needs for, safety and belonging. Also, the
need for growth need is comparable to hdaslow's coiiccpts of self-esteem and
self-actualization.

The other two theories of job satisfaction are Vroom's expectancy theory, and
Adam's equity theory. Expectancy iheory is based on individual motivation and job
performance. The "individuals make efforts to perform what will lead to desired
outcomes. The theory indicated that, based on the strength of the individual's
expectancy of outcome and the attraction of the outcome to the individual, the individual
decides on the course of action." (Wu, 2003, p. 39). Thus, the individual will meet the
goal and reach the desired outcome after hard work.
Vroom's expectancy theory is an individual's belief about task performance.
Instrumentality is the outcome of results from task performance. In 1964, Vroom
indicated that the value of valence is an outcome attached by an individual. In addition,
Staw (1976) revised the expectancy theory to incorporate motivation. His models
brought extrinsic motivation, intrinsic motivation, and Vroom's theory into the discussion
of motivation. If the individual does not vsllue the outcome of the job, he or she will
have less motivation. Additionally, Staw (1976) stated that the individual who works
harder will have greater motivation.
Adam's equity theory maintains that job satisfaction is influenced by the
individual's perception of equity in. His theory is based on justice and on making
comnparisons. He believed that when the individual has a perception of equality in an
organization, the organizational reward system could be effective. However, Adam
expiored a different dimension of joS satisfaction. He stated that "other people's inputs
to their jobs and rewards they receive are essential information for an individual to
understand how helshe feels satisfied, dissatisfied, or guilty about the reward from hisher
job" (as cited in Liu, 2005, pp. pp. 36-37).

Personal characteristics and job satisfaction are related. Chieffo (1991) stated
that age and gender are two of the most popular demographic variables in job satisfaction.
McKee (1991) found that years of teaching experience have significant differences on job
satisfaction. Educational level and salary are two other important factors. The
individual characteristics examined in this study are gender, age, years of teaching
experience, educational level, and salary.

Empirical Review
Green (1993) determined the relationship between high school athletic
administrators' job satisfaction and job-related stress. This study showed that
differences in the job satisfaction and job-related stress were linked to their gender, years
of experience, and school size. The participants were 371 public high school
administrators from North Florida and South Georgia. Green's study (1993) found a
positive correlation between satisfaction and job-related stress. Gender, years of
experience and school size also affected job satisfaction.

Demographic and Work Projiles
Theoretical Review of Gender
Men and women have different leadership styles. Dubrin (2004) stated that the
leadership styles of men lean towards command and control; women are more
comfortable interacting with people. Bass (1991) indicated that women intervene in
management only when something goes wrong.
Traditionally, normative behavior for males and females is different. In 1986
and 1993, Ding, Evans, Ramsey, Johnson, Renwick, and Vienneau stated that gender

influenced job satisfaction. Lemon (1992) noted the relationship among a teacher's
gender, the principal's leadership and teachers' job satisfaction: female teachers are more
satisfied with their job are than male teachers. The gender of teachers is highly
correlated with their job satisfaction.

Empirical Review of Gender
Perkins (1991) investigated the job satisfaction of experienced teachers and their
perceptions of their principals' leadership style. Perkins (1991) used a
non-experimental, quantitative design of 520 teachers in the Charlotte-Mecklenburg
School District in North Carolina. The surveys included a demographic questionnaire,
the Job Satisfaction Questionnaire, and the Lead-Other Questionnaire. These
questionnaires were sent to teachers with four or more years of experience. The
findings showed that teachers with female principals were more satisfied than teachers
with male principals. The results of this study indicate that both male and female
teachers were more satisfied with female principals (Perkins, 1991).
Poole (1992) studied the relationship between gender and job satisfaction. He
used a non-experimental, quantitative design of 171 males and 108 females as the sample
population. This study used the Job Satisfaction Survey. Poole's study showed that
males are more satisfied with their job than females are.

Theoretical Review of Age

The researchers stated that the age is correlated with job satisfaction (Quinn,
Staines, & McCollough, 1974; Weaver, 1980). Young people were less satisfied with
their jobs.

Thus, job satisfaction increased with age. However, Wu (2003) and Liu

(2005) found no link between age and job satisfaction.
Empirical Review of Age

Lee and Wilber (1985) examined the relationship between age and job satisfaction.
The participants were 1707 employees of a county and a state government in the United
States. The result of this study showed that job satisfaction increased with age.
Younger employees were less satisfied with their job; older people were more satisfied.
Other researchers have examined the relationship between age and job satisfaction;
Weaver (1980), Quinn, Staines and McCollough (1974) reported a positive association.
However, Benit (1992) discovered that age was not a significant factor in the job
satisfaction of 484 public school teachers in Michigan.
Theoretical Review of Years of Teaching Experience

Experience is a key element in leadership effectiveness. Leaders need to
combine knowledge and practice. Leadership experience can build management skills
and insights in (Dubrin, 2004).
Empirical Review of Years of Teaching Experience

Woodruff (1993) conducted a study to examine university faculty participation in
the decision making process which related to job satisfaction, and to determine whether
or not demographic variables affect faculty's job satisfaction. The variables studied
were gender, rank, tenure status, length of higher education teaching experience,

educational level, bargaining unit affiliation and publishing activity. The participants
were 243 randomly selected filll-time faculty members at the University of New Haven,
Sacred Heart University, the University of Hartford and Quinnipiac College, all in the
state of Connecticut. The results of this study showed that the number of years teaching
in higher education was not related to satisfaction with supervision, but that the length of
teaching experiences was positively related to job satisfaction. As teachers gain more
teaching experience, their job satisfaction increases. Green (1993) also found a positive
relationship between years of teaching experience and job satisfaction. Teachers who
have many years of teaching experience tend to be more satisfied with their jobs (Liang,
2002; Lo, 2003). However, some researchers argued that teaching experience does not
have a significant influence on job satisfaction (Dodge, 1982; McCarthy, 1986; Perko,
1985).
Theoretical Review of Education Level
Dubrin (2004) stated that there is a positive relationship between education and
leadership. People learn from education, and they combine it with their experience to
solve problems. The leaders who have the most education are more intelligent and
better informed.
Empirical Review of Education Level

Yu (2002) examined the relationship between school based management in
elementary schools and teacher job satisfaction. The participants were 90 elementary
schools teachers in Taiwan. The Questionnaire of School Based Management and the
Questionnaire of Teachers' Job Satisfactions were used in this study. The study showed
that teachers' educational level has a strong relationship to their job satisfaction. Teachers

with more education have higher job satisfaction (Saad & Isralowitz, 1992; Wei, 2003;
Yu, 2002). Woodruff s study (1993) showed that the influence of educational level on
job satisfaction was significantly related to satisfaction with pay and opportunities for
promotion.

Theoretical Review of Salary
Liu (2005) indicated that when Taiwan higher education teachers perceived
higher salary, they had higher job satisfaction. In addition, Wu (2003) stated that
teacher's monthly salary increased job satisfaction. The teachers who have a higher
salary, are more satisfied with their job.

Empirical Review of Salary
Miller (2003) studied faculty scholarship, service, teaching, salary satisfaction,
and job satisfaction in accredited and non-accredited counselor education graduate
programs to acquire information about faculty characteristics, faculty productivity and
faculty rewards to assess their relationship with various university and graduate programs.
The surveys were sent to 465 educators in the United States. The study showed that
salary was a significant predictor of job satisfaction. In urban universities, higher salary
was a significant factor in and predictor of faculty job satisfaction. Woodruff s study
(1993) showed that salary was positively correlated to job satisfaction. The higher the
salary earned by teachers, the higher their job satisfaction (Lin, 1983).
The theoretical literature on transformational leadership is based on Bass's theory
(1985). The theory states that charismatic leaders have more motivated followers; the
leaders can provide intellectual stimulation and serve as role models to employees (Bass,
1985). However, transformational leaders do not function effectively, depending on the

organizational condition and environment (Conger, 1999; Conger & Kanungo, 1998;
Yukl & Howell, 1999). Hence, leaders should realize that an effective leadership style
depends on the organizational situation.
In transactional leadership, theory is based on exchange, leaders and team
members to give rewards or punishment to motivate followers' performance (Dubrin,
2004). According to Bryant (2003), transactional leaders can work with team members
and lead them to the goal, reward employees for work effort and be responsive to their
interests. However, no study has proven that transactional leadership has a significant
effect on job satisfaction.
The job satisfaction theory was based on needs theory (Alderfer, 1972; Herzberg,
1959; Maslow, 1954; McClelland, 1963). Humans have needs, expectations and equity
in life and job.

According to Amburgey (2005), job satisfaction is an important

element of success in an organization, and a key to achievement. Thus, the importance
of job satisfaction in organizations can be further studied.
Lee (2005) explored teachers' perceptions of principals' transformational
leadership and their own job satisfaction among Taiwanese secondary school teachers.
Lee's (2005) study found that teachers are satisfied when they perceive that their
principal is a transformational leader. Such a perception has significant and positive
effects on job satisfaction. Transactional leadership was not positively related to job
satisfaction, but transformational leadership was (Patricia, 2002). However, Kirkman
(2004) studied how the leadership style and effectiveness of community college
department chairs affected faculty job satisfaction. The researcher argued that
transformational leadership did not lead to great job satisfaction.

Liu (2005) investigated university physical education department directors'
leadership behavior and physical education teacher job satisfaction in northern Taiwan.
He showed that a relationship between their job satisfaction and leadership behavior. In
addition, demographic variables were related to teachers job satisfaction and directors
leadership behavior.
From the literature review, future inquiries have been identified. The leadership
theories do not function effectively in an organization, because the organizational
condition and environment need to be considered. However, job satisfaction is an
important element of success in an organization, and leads to achievement (Amburgey,
2005). Thus, the researcher suggests that future research should confirm the role ofjob
satisfaction in an organization.
Future areas of scholarly inquiry using critical analyses of the theoretical and
empirical literature are needed in the areas ofjob satisfaction importance in Taiwan's
higher education. Analytical reviews of theories and studies indicated that job
satisfaction needs to define global and facet job satisfaction. Different levels ofjob
satisfaction can be caused by differences in individual employees' working experiences.
Some empirical studies have examined the relationship between leadership styles
and job satisfaction (Kirkman, 2004; Lee, 2005; Liu, 2005; Patricia, 2002; Shelley, 2003).
These studies showed that teachers are satisfied when they perceive a vision of
transformational leadership and that transformational leadership has significant and
positive effects on job satisfaction. Furthermore, the researcher found that no studies
examined this relationship in Taiwan higher education system which was based on
different personal characteristics of the instructors.

Theoretical Framework

The major theories which were used to guide this study consisted of
transformational and transactional theory and job satisfaction. The transformational and
transactional theory was developed by Bums (1978) and Bass (1985). The theories of
job satisfaction was proposed by (a) Maslow's Hierarchy of Needs Theory (1954), (b)
Herzberg's Two-Factor (motivator-hygiene) Theory (1959), (c) McClelland's Needs
Theory (1963), and (d) Alderfer's Existence, Relatedness, and Growth (ERG) Theory
(1972). Based on the theoretical and empirical literature in discussion, a theoretical
framework was developed (see Figure 1). The theoretical framework shows that the
relationship among supervisors' transformational and transactional leadership style, and
teachers' job satisfaction. A supervisor's transformational or transactional leadership
style might affect teachers' job satisfaction. Teachers' job satisfaction could improve
their performance in the classroom. This model shows that leadership styles of their
supervisors influenced their job satisfaction. The analysis emphasizes two outcomes
pertaining to leadership styles and job satisfaction.
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Figure I. Theoretical hamework.

Research Questions

1. What are the demographic and work profile characteristics (gender, age, education
level, years of teaching experience, salary), perceptions of supervisors'
transformational leadership style (Idealized Attributes, Idealized Behaviors,
Inspirational Motivation, Intellectual Stimulation, and Individualized Consideration),
perceptions of supervisors' transactional leadership style (Contingent Reward,
Active Management by Exception, Passive Management by-Exception), and job
satisfaction (supervision, colleagues, working condition, pay, responsibility, work
itself, advancement, security, and recognition) of Taiwan higher education teachers?

Hypotheses

HI: Taiwan higher education teachers that are more satisfied with their jobs perceive
their supervisors to have significantly greater transformational leadership styles
(Idealized Attributes, Idealized Behaviors, Inspirational Motivation, Intellectual
Stimulation, and Individualized Consideration) and significantly lower transactional
leadership styles (Contingent Reward, Active Management by Exception, Passive
Management by-Exception) than teachers that are less satisfied with their jobs.

H2: Taiwan higher education teachers' perceptions of supervisors' transformational
leadership styles and transactional leadership styles are significant explanatory variables
of perceived job satisfaction of Taiwan higher education teachers?
Hza:

Taiwan higher education teachers' perceptions of supervisors'
transformational leadership style (Idealized Attributes, Idealized
Behaviors, Inspirational Motivation, Intellectual Stimulation, and
Individualized Consideration) and perceptions of supervisors'
transactional leadership style (Contingent Reward, Active Management by
Exception, Passive Management by-Exception), are significant
explanatory variables of perceived job satisfaction with supervision.

Hzb:

Taiwan higher education teachers' perceptions of supervisors'
transformational leadership style (Idealized Attributes, Idealized
Behaviors, Inspirational Motivation, Intellectual Stimulation, and
Individualized Consideration) and perceptions of supervisors'
transactional leadership style (Contingent Reward, Active Management by
Exception, Passive Management by-Exception), are significant
explanatory variables of perceived job satisfaction with colleagues.

Hz,:

Taiwan higher education teachers' perceptions of supervisors'
transformational leadership style (Idealized Attributes, Idealized
Behaviors, Inspirational Motivation, Intellectual Stimulation, and
Individualized Consideration) and perceptions of supervisors'
transactional leadership style (Contingent Reward and
Management-by-Exception), are significant explanatory variables of
perceived job satisfaction with working conditions.
Taiwan higher education teachers' perceptions of supervisors'
transformational leadership style (Idealized Attributes, Idealized
Behaviors, Inspirational Motivation, Intellectual Stimulation, and
Individualized Consideration) and perceptions of supervisors'
transactional leadership style (Contingent Reward, Active Management by
Exception, Passive Management by-Exception), are significant
explanatory variables of perceived job satisfaction with pay.

HZe: Taiwan higher education teachers' perceptions of supervisors'
transformational leadership style (Idealized Attributes, Idealized
Behaviors, Inspirational Motivation, Intellectual Stimulation, and
Individualized Consideration) and perceptions of supervisors'
transactional leadership style (Contingent Reward, Active Management by
Exception, Passive Management by-Exception), are significant
explanatory variables of perceived job satisfaction with responsibility.

Hzf:

Taiwan higher education teachers' perceptions of supervisors'
transformational leadership style (Idealized Attributes, Idealized
Behaviors, Inspirational Motivation, Intellectual Stimulation, and
Individualized Consideration) and perceptions of supervisors'
transactional leadership style (Contingent Reward, Active Management by
Exception, Passive Management by-Exception), are significant
explanatory variables of perceived job satisfaction with work itselj

Hz,:

Taiwan higher education teachers' perceptions of supervisors'
transformational leadership style (Idealized Attributes, Idealized
Behaviors, Inspirational Motivation, Intellectual Stimulation, and
Individualized Consideration) and perceptions of supervisors'
transactional leadership style (Contingent Reward, Active Management by
Exception, Passive Management by-Exception), are significant
explanatory variables of perceived job satisfaction with advancement.

H2h: Taiwan higher education teachers' perceptions of supervisors'
transformational leadership style (Idealized Attributes, Idealized
Behaviors, Inspirational Motivation, Intellectual Stimulation, and
Individualized Consideration) and perceptions of supervisors'
transactional leadership style (Contingent Reward, Active Management by
Exception, Passive Management by-Exception), are significant
explanatory variables of perceived job satisfaction with security.
H2i:

Taiwan higher education teachers' perceptions of supervisors'
transformational leadership style (Idealized Attributes, Idealized
Behaviors, Inspirational Motivation, Intellectual Stimulation, and
Individualized Consideration) and perceptions of supervisors'
transactional leadership style (Contingent Reward, Active Management by
Exceptioh, Passive Management by-Exception), are significant
explanatory variables of perceived job satisfaction with recognition.

Hzj:

Taiwan higher education teachers' perceptions of supervisors'
transformational leadership style (Idealized Attributes, Idealized
Behaviors, Inspirational Motivation, Intellectual Stimulation, and
Individualized Consideration) and perceptions of supervisors'
transactional leadership style (Contingent Reward, Active Management by

Exception, Passive Management by-Exception), are significant
explanatory variables of perceived job satisfaction (total score).
H3: Taiwan higher education teachers' demographic and work profile characteristics,
perceptions of supervisors' transformational leadership styles and transactional leadership
styles are significant explanatory variables of perceived job satisfaction of Taiwan higher
education teachers?
Taiwan higher education teachers' demographic and work profile
characteristics (gender, age, education level, years of teaching experience,
salary) perceptions of supervisors' transformational leadership style
(Idealized Attributes, Idealized Behaviors, Inspirational Motivation,
Intellectual Stimulation, and Individualized Consideration) and
perceptions of supervisors' transactional leadership style (Contingent
Reward, Active Management by Exception, Passive Management
by-Exception), are significant explanatory variables of perceived job
satisfaction with supervision.

H3b: Taiwan higher education teachers' demographic and work profile
characteristics (gender, age, education level, years of teaching experience,
salary) perceptions of supervisors' transformational leadership style
(Idealized Attributes, Idealized Behaviors, Inspirational Motivation,
Intellectual Stimulation, and Individualized Consideration) and
perceptions of supervisors' transactional leadership style (Contingent
Reward, Active Management by Exception, Passive Management
by-Exception), are significant explanatory variables of perceived job
satisfaction with colleagues.
H3c:

Taiwan higher education teachers' demographic and work profile
characteristics (gender, age, education level, years of teaching experience,
salary) perceptions of supervisors' transformational leadership style
(Idealized Attributes, Idealized Behaviors, Inspirational Motivation,
Intellectual Stimulation, and Individualized Consideration) and
perceptions of supervisors' transactional leadership style (Contingent
Reward, Active Management by Exception, Passive Management
by-Exception), are significant explanatory variables of perceived job
satisfaction with working condition.

HM:

Taiwan higher education teachers' demographic and work profile
characteristics (gender, age, education level, years of teaching experience,
salary) perceptions of supervisors' transformational leadership style
(Idealized Attributes, Idealized Behaviors, Inspirational Motivation,
Intellectual Stimulation, and Individualized Consideration) and
perceptions of supervisors' transactional leadership style (Contingent
Reward, Active Management by Exception, Passive Management

by-Exception), are significant explanatory variables of perceived job
satisfaction with pay.

H3e: Taiwan higher education teachers' demographic and work profile
characteristics (gender, age, education level, years of teaching experience,
salary) perceptions of supervisors' transformational leadership style
(Idealized Attributes, Idealized Behaviors, Inspirational Motivation,
Intellectual Stimulation, and Individualized Consideration) and
perceptions of supervisors' transactional leadership style (Contingent
Reward, Active Management by Exception, Passive Management
by-Exception), are significant explanatory variables of perceived job
satisfaction with responsibility.
H3f:

Taiwan higher education teachers' demographic and work profile
characteristics (gender, age, education level, years of teaching experience,
salary) perceptions of supervisors' transformational leadership style
(Idealized Attributes, Idealized Behaviors, Inspirational Motivation,
Intellectual Stimulation, and Individualized Consideration) and
perceptions of supervisors' transactional leadership style (Contingent
Reward, Active Management by Exception, Passive Management
by-Exception), are significant explanatory variables of perceived job
satisfaction with work itself:

H3g: Taiwan higher education teachers7demographic and work profile
characteristics (gender, age, education level, years of teaching experience,
salary) perceptions of supervisors' transformational leadership style
(Idealized Attributes, Idealized Behaviors, Inspirational Motivation,
Intellectual Stimulation, and Individualized Consideration) and
perceptions of supervisors' transactional leadership style (Contingent
Reward, Active Management by Exception, Passive Management
by-Exception), are significant explanatory variables of perceived job
satisfaction with advancement.

H3~: Taiwan higher education teachers' demographic and work profile
characteristics (gender, age, education level, years of teaching experience,
salary) perceptions of supervisors' transformational leadership style
(Idealized Attributes, Idealized Behaviors, Inspirational Motivation,
Intellectual Stimulation, and Individualized Consideration) and
perceptions of supervisors' transactional leadership style (Contingent
Reward, Active Management by Exception, Passive Management
by-Exception), are significant explanatory variables of perceived job
satisfaction with security.
H3i:

Taiwan higher education teachers' demographic and work profile
characteristics (gender, age, education level, years of teaching experience,
salary) perceptions of supervisors' transformational leadership style

(Idealized Attributes, Idealized Behaviors, Inspirational Motivation,
Intellectual Stimulation, and Individualized Consideration) and
perceptions of supervisors' transactional leadership style (Contingent
Reward, Active Management by Exception, Passive Management
by-Exception), are significant explanatory variables of perceived job
satisfaction with recognition.

H3j:

Taiwan higher education teachers' demographic and work profile
characteristics (gender, age, education level, years of teaching experience,
salary) perceptions of supervisors' transformational leadership style
(Idealized Attributes, Idealized Behaviors, Inspirational Motivation,
Intellectual Stimulation, and Individualized Consideration) and
perceptions of supervisors' transactional leadership style (Contingent
Reward, Active Management by Exception, Passive Management
by-Exception), are significant explanatory variables of perceived job
satisfaction

Chapter I1 described a review of transformational leadership, transactional
leadership, teacher job satisfaction and personal characteristics. A theoretical
framework, research question and hypotheses are included in this study. Chapter I11
presents the research methods used to answer the research question and test hypotheses.

CHAPTER I11
RESEARCH METHODOLOGY
Research Design
A non-experimental, quantitative, explanatory correlation and explanatory
comparative survey research design was used to examine the relationship among
supervisors' leadership styles, teachers' demographic and work profile, and teachers' job
satisfaction in Taiwan higher education. This study used two questionnaires and
teachers' demographic and work profile to investigate the relationship between leadership
style and teacher job satisfaction. The two questionnaires were the transformational
leadership and transactional leadership of the MLQ-5x short-form developed by Bass and
Avolio (1995), Teacher Job Satisfaction Questionnaire (TJSQ) developed by Lester
(1984). The Teacher Job Satisfaction Questionnaire (TJSQ) explores nine factors: (a)
supervision, (b) colleagues, (c) working conditions, (d) pay, (e) responsibility, (f) work
itself, (g) advancement, (h) security, and (i) recognition. The demographic and work
profile are the respondent's gender, age, educational level, years of teaching experience,
and salary. This study used 157 responses randomly selected from full-time teachers at
Taiwan's colleges and universities. The questionnaires were mailed to individual
teachers along with a letter of introduction, and a consent form.
Population and Sampling Plan
Target Population
According to the Taiwan Ministry of Education Department of Statistics (2004),
there are 162 private and public junior colleges, colleges and universities in the country.
There are 49,601 full-time instructors; 32,640 male and 16,961 female.

All college,

junior college, and university instructors in Taiwan must have teaching experience and a
master's degree (Ministry of Education, 2005).
Accessible Population
To obtain a sample of 500, every 99th@=99) name on the Taiwan higher
education instructors list was systematically sampled (systematic, probability sampling),
(49,601/500=99), resulting in an initial sample of 500. The final data producing sample
is self-selected and includes the number of respondents. The accessible population of
this study consisted of full- time instructors who provided contact information to the
Ministry of Education. The list of names and addresses was obtained from the Higher
Education Department web site of the Ministry of Education. Therefore, the researcher
randomly selected 500 instructors from Yung Ta Institute of Technology and Commerce,
The Overseas Chinese Institute of Technology, Ching Yu University, Jin Wen Institute of
Technology, Northern Taiwan Institute of Science and Technology, and Central Taiwan
University of Science and Technology.
Probability Sampling Plan
Probability (random) sampling was used in this study. The rule of thumb
(Tabachnick & Fidell, 2001) for testing b coefficients is to have N >= 104 + m, where m
= number of independent variables.

The individual variables in this study have twenty

variables. So, the minimum number of participants will be 124. This study randomly
selected 500 full-time instructors from Taiwan higher education faculty names list to
complete the survey. Each questionnaire package included an introduction letter,
consent form and questionnaires. The packages were mailed to the instructors. These

teachers were asked to follow the instructions in the introduction letter to fill out the form.
The questionnaires were returned by prepaid envelopes and collected by the researcher.
Eligibility Criteria and Exclusion Criteria
The eligibility criteria of the sample were:
1.

Taiwanese higher education instructors

2.

Taiwanese higher education instructors who had held a teaching position in a

higher education school for at least one year

3.

A master's or doctoral degree

4.

Instructors older than 65 and less than 25 years old.

5.

The participants were able to read, write and speak Chinese.
The following people were not eligible to participate in this. study:

1.

Part- time teachers and administrators

2.

Instructors who had held a teaching position in higher education school for less

than one year

3.

Instructors who did not have a master's or doctoral degree

4.

Age older than 65 and less than 25 years old.

5.

The participants who were not able to read, write and speak Chinese.

Instrumentation

The survey of this study consists of three parts: (1) a Demographic and Work
Profile developed by the researcher, (2) transformational and transactional leadershipmeasured by two of the five factors of Multifactor Leadership Questionnaire (MLQ Form
Sx-short), which was developed by Bass and Avolio (1995), (3) teacher job satisfaction,
measured by the Teacher Job Satisfaction Questionnaire developed by Lester (1984).
The survey consists of 116 questions. The questionnaires were originally written in
English (Appendix A to C) and translated into Chinese (Appendix E to G) after IRB
approval. The survey of this study was completed and collected in three months.
Demographic and Work Profile
The Demographic and Work Profile developed by the researcher, included five
questions that measure gender, age, years of teaching experience, educational level, and
salary. The purpose of the demographic and work profile information was to identify
the respondents' personal characteristics with closed-ended and multiple choice questions.
The information pertains to Research Question and Hypothesis 3.

Transactional and Transformational Leadership
Description
The Multifactor Leadership Questionnaire (MLQ) is a 45-item, five-point
frequency rating scale where 1 = not at all, 2 = Once in a whiie, 3 = Sometimes, 4 =
Fairly often, and 5= Frequently if not always. The MLQ consists of four dimensions
Transformational Leadership (with five subscales), Transactional Leadership (with three
subscales), Non-transactional leadership, (with one scale), and Outcomes of Leadership

(with three subscales). Only transformational leadership and transactional leadership
were be used in this study. The MLQ was translated into Chinese by Mindgarden (Bass
& Avolio, 1995).

Transformational leadership is measured by Idealized Influence (Attributes) or
Attributed Charisma, Idealized Influence (Behaviors) or Behaviors Charisma,
Inspirational Motivation, Intellectual Stimulation, and Individualized Consideration (Bass
& Avolio, 1995). Transactional leadership is measured by Contingent Reward (CR),

Management-by-Exception (Active) (MBE-A), and Management-by-Exception (Passive)
(MBE-P).
Idealized Influence (Attributed) (IIA) is listed as 10, 18,21,25. Four items, 6,
14,23, and 34 measure Idealized Influence (Behaviors) (IIB); 9, 13,26, and 36 measure
Inspirational Motivation (IM); 2, 8, 30, and 32 measure Intellectual Stimulation (IS), and
15, 19,29, and 3 1 measure Individualized Consideration (IC). In addition, the
researcher used 12 items from 45 questions about transactional leadership. The survey
questions about Contingent Reward (CR) (4 items) are 1, 11, 16, and 35. Questions 4,
22,24, and 27 deal with Management-by-Exception (Active) (MBE-A), and Questions 3,
12, 17, and 20 deal with Management-by-Exception (Passive) (MBE-P).

Reliability
Cronbach's alpha is the most popular estimation for reliability (McMillian &
Schumacher, 2001). The reliability coefficient shows the degree of reliability; the
higher coefficient, the better reliability. A correlation coefficient over 0.70 indicates

satisfactory reliability, also very high reliability (Nunnally & Bernstein, 1994). Bass
and Avolio (1995) reported Cronbach's alpha (as estimates of internal consistency
reliability) for subscales of transformational leadership were 0.86 for Idealized Influence
(Behaviors) (IIB), 0.87 for Idealized Influence (Attributed) (IIA), 0.91 for Inspirational
Motivation (IM), 0.90 for Intellectual Stimulation (IS), and 0.90 for Individualized
Consideration (IC). The Cronbach's alpha scale for subscale of transactional leadership
was 0.87 for Contingent Reward (CR), 0.74 for Management-by-Exception (Active)
(MBE-A), and 0.82 for Management-by-Exception (Passive) (MBE-P).
Sosik, Potosky, and Jung (2002) reported the Cronbach's alpha scale for subscale
of transformational leadership was 0.71 for Idealized Influence (Behaviors) (IIB), 0.71
for Idealized Influence (Attributed) (IIA), 0.82 for Inspirational Motivation (IM), 0.70 for
Intellectual Stimulation (IS), 0.76 for Individualized Consideration (IC). The
Cronbach's alpha scale for subscale transactional leadership was 0.77 for Contingent
Reward (CR), 0.72 for Management-by-Exception (Active) (MBE-A), 0.64 for
Management-by-Exception (Passive) (MBE-P).
Gellis (2001) reported that the Cronbach's alpha scale for subscale of
transformational leadership was 0.78 for Idealized Influence (Behaviors) (IIB), 0.81 for
Idealized Influence (Attributed) (IIA), 0.80 for Inspirational Motivation (IM), 0.89 for
Intellectual Stimulation (IS), 0.77 for Individualized Consideration (IC). The Cronbach
alpha scale for subscale of transactional leadership was 0.74 for Contingent Reward (CR),
0.70 for Management-by-Exception (Active) (MBE-A), 0.75 for
Management-by-Exception (Passive) (MBE-P).

Felfe and Schyns (2004) reported that the Cronbach's alpha scale for subscale of
transformational leadership was 0.70 for Idealized Influence (Behaviors) (IIB), 0.70 for
Idealized Influence (Attributed) (IIA), 0.83 for Inspirational Motivation (IM), 0.71 for
Intellectual Stimulation (IS), 0.67 for Individualized Consideration (IC). The
Cronbach's alpha scale for subscale of transactional leadership was 0.83 for Contingent
Reward (CR), 0.80 for Management-by-Exception (Active) (MBE-A), 0.79 for
Management-by-Exception (Passive) (MBE-P).
Validity
"Validity represents construct and predictive validity" (Antonakis, 2001, p. 223).
The factor loading in the confirmatory factor analysis is a standardized regression
coefficient; values above 0.40 or .60 are acceptable (as cited in Antonakis, 2001). Bass
and Avolio (1995), Gellis (2001), Sosik et al. (2002), Felfe and Schyns (2004) and Chen
(2005), reported that the values ranged from an average of 0.64 to 0.91 in factor loadings,
which established construct validity.

Teacher Job Satisfaction
Description
Teacher job satisfaction was measured by The Teacher Job Satisfaction

Questionnaire (TJSQ), based on Maslow's Hierarchy of Needs and Herzberg's
motivator-hygiene theory and developed by Lester (1984). It is a 66-item, five-point
satisfaction rating scale, where 1 = strongly disagree, 2 = disagree, 3= neutral (neither
disagree nor agree), 4= agree, and 5 = strongly agree. The TJSQ has been translated

into Spanish, French, Arabic, and Mandarin. There are nine factors, with respective
subscale scores in TJSQ: supervision, colleagues, working condition, pay, responsibility,
work itself, advancement, security, and recognition. The TJSQ has been translated into
Chinese (Liu, 2005 & Wu, 2003).

There are fourteen items on supervision: 17,62,40, 10,24,60,43,31, 56,59,
12,53,5 and 47; ten items on colleagues: 20,48,66, 15,41,32,37, 54,51 and 39; seven
items on working conditions: 55, 18,35, 16,28,26, and 9; seven items on pay: 44,2,61,
36,57,4, and 65; eight items on responsibility: 64,58,63,38,22,34, 19, and 52; nine
items on work itself: 27,25,42,30,7,3,45, 11, and 46; five items on advancement: 50,
33, 1,21, and 8; three items on security: 23, 13, and 29; and three items on recognition:
14,6, and 49.

Reliability
Lester and Bishop (2002) reported that the Cronbach's alpha scale for subscales
of teacher job satisfaction were 0.93 for the Teacher Job Satisfaction scale is 0.93.
Coefficients of internal consistency were 0.92 (supervision), 0.82 (colleagues and work
itself), 0.83 (working conditions), 0.80 (pay), 0.73 (responsibility), 0.8 1 (advancement),
0.71 (security), and 0.74 (recognition).
Liu (2005) reported the Cronbach's alpha scale which was based on the statistical
analysis of data from 479 physical education teachers in Taiwan. The Cronbach's alpha
scale for subscale of teacher job satisfaction was 0.882 for overall satisfaction, 0.845 for
supervision, 0.741 for colleagues, 0.761 for working conditions, 0.715 for pay, 0.738 for

responsibility, 0.752 for work itself. 0.853 for advancement, 0.71 1 for security and 0.761
for recognition.
Validity

According to Lester and Bishop (2002), the original number of TJSQ was 120
items, later reduced to 66 items. "Vaguely defined words, words with double meanings,
emotionally loaded words, double negatives, and unclear words were eliminated,
resulting in clear, concise, and direct statements of no more than 20 words" (Lester &
Bishop, 2002, p. 147). Lester and Bishop (2002) and Liu (2005) reported that the values
ranged from the average of 0.71 to 0.93 in factor loadings, which established construct
validity.
Procedures: Ethical Considerations and Data Collection Methods

1. To obtain author's permissions to use and translate scales adapted for Multifactor
Leadership Questionnaire and Teacher Job Satisfaction Questionnaire in this study.
2. An application for Institutional Review Board of Lynn University was submitted
before the survey started. IRB approval was obtained on September 11,2006 (see
Appendix K).

3. The consent form was translated from English into traditional Chinese with an official
certification from an expert who is fluent in both English and Chinese language.

4. All participants are Taiwanese people; the questionnaires were translated from English
to Chinese. The translations of survey instruments were preceded with an official
certification, after receiving approval from IRB.

5. Data collection started after the researcher obtained approval from the IRB of Lynn
University on September 11,2006 (see Appendix K).
6. After receiving approval from the Institutional Review Board of Lynn University, the
researcher mailed 500 survey packages including the invitation, consent information,
purpose, procedure, possible risks, and possible benefits, assurance of anonymity,
instructions, and survey instrument to Taiwanese full-time college and university
instructors.
7. The volunteer participants were asked to read the consent form before starting the

survey.

8. The estimated time for completing this survey was 30 minutes.

9. The questionnaires were collected in postage paid envelopes.
10. All responses were reported as a group. Thus, the researcher would not know who
completed the survey and who did not. The identity of participants would not be
revealed.
11. IRE3 Report of Termination of Project was submitted on November, 29,2006.
data collection time was three months.

The

12. The data collection was analyzed by Statistical Package for the Social Sciences

software.
13. The data were saved in a "password protected" computer to keep as anonymous

information.

14. The data of participants will be destroyed after five years.
Methods of Data Analysis
The data were collected from respondents who replied by mail. The sender and
return address were the same, using the researcher's mailing address.

All responses

were reported as a group. Thus, the researcher would not know who completed the
survey and who did not. The participants7identities were protected and kept
anonymous from the researcher.
The survey instruments were used in this study had established reliability and
validity (Bass & Avolio, 1995; Gellis, 2001; Sosik et al., 2002; Felfe & Schyns, 2004;
Chen, 2005; Lester & Bishop, 2002; Liu, 2005; Kim et al., 1996; Chen, 2005). The data
were analyzed by the researcher using the statistical software program SPSS. The
methods of data analysis included descriptive statistics, exploratory factor analysis,
independent t-test and multiple regression analysis. Descriptive statistics were used to
answer the research questions about demographic and work profile of teachers, their
perceptions of supervisors' leadership styles, and teacher job satisfaction. Independent
t-test and multiple regression analyses were used to test all hypotheses and
subhypotheses.

Independent t-Test and Multiple Regressions

Hypotheses 1 was analyzed by SPSS independent t-test and Hypotheses 2 and 3
were analyzed by SPSS multiple regression to explain the relationship between
transformational or transactional leadership styles, and teachers' job satisfaction.
Hypothesis 1 states that Taiwan higher education teachers that are satisfied with
their jobs perceive their supervisors to have significantly greater transformational
leadership styles (Idealized Attributes, Idealized Behaviors, Inspirational Motivation,
Intellectual Stimulation, and Individualized Consideration) and significantly lower
transactional leadership styles (Contingent Reward, Active Management by Exception,
Passive Management by-Exception) than teachers dissatisfied with their jobs. The
independent variables in Hypothesis 1 are teacher job satisfaction (satisfied versus
dissatisfied teachers). The dependent variables are qualities of transformational
leadership (Idealized Attributes, Idealized Behaviors, Inspirational Motivation,
Intellectual Stimulation, and Individualized Consideration) and the qualities of
transactional leadership (Contingent Reward, Active Management by Exception,
and Passive Management by-Exception).
Hypothesis 2 states that Taiwan higher education teachers' perceptions of
supervisors' transformational leadership styles and transactional leadership styles are
significant explanatory variables of perceived job satisfaction of Taiwan higher education
teachers. The qualities of transformational leadership (Idealized Attributes, Idealized
Behaviors, Inspirational Motivation, Intellectual Stimulation, and Individualized
Consideration) and the qualities of transactional leadership (Contingent Reward, Active
Management by Exception, and Passive Management by-Exception) are the independent

variables. The dependent variablcs are teacher job satisfaction (with supervision,
colleagues, working condition, pay, responsibility, work itself, advancement, security,
and recognition).
Hypothesis 3 states that Taiwan higher education teachers' demographic and work
profile characteristics, perceptions of supervisors' transformational leadership styles and
transactional leadership styles are significant explanatory variables of perceived job
satisfaction of Taiwan higher education teachers. The independent variable in
Hypothesis 3 are qualities of transformational leadership (Idealized Attributes, Idealized
Behaviors, Inspirational Motivation, Intellectual Stimulation, and Individualized
Consideration) and the qualities of transactional leadership (Contingent Reward, Active
Management by Exception, and Passive Management by-Exception) The dependent
variables are teacher job satisfaction (with supervision, colleagues, working condition,
pay, responsibility, work itself, advancement, security, and recognition).

Evaluation of Research Methods
The research methods for this study are evaluated as follows:

Internal Validity
1. A strength of this study is it used of a non-experimental, quantitative, explanatory
correlation survey research design with multiple regression analyses. This design
examined the relationship between supervisors' leadership styles, teachers' personal
characteristics, and teachers' job satisfaction.

2. Another strength of this study is its use of instruments, which have established
reliability and validity in similar studies.

3. A weakness of this study is that it only examined two of the many possible factors
(transformational and transactional leadership styles) from the Multifactor Leadership
Questionnaire.
External Validity

1. The strength of this study was the instruments, which have been widely used by other
researchers.
2. Strengths of this study were the good estimates of reliability and validity in

instruments, which contributed to the internal validity of this study.
3. A weakness of this study was difficulty of identifying the target population, and this

compromised the external validity.
4. Final data producing sample was self-selected, which had potential bias.

Chapter I11 presents the research methodology and the research hypotheses
regarding the relationships between supervisors' transformational, transactional
leadership, and teacher job satisfaction. This chapter describes the research design, the
sampling plan, instrumentation, ethical considerations, data collection procedures,
methods of data analysis, and evaluation of research methods. Chapter IV reports the
results of this study.

CHAPTER IV
RESULTS
This research explores the relationship among supervisors' transformational and
transactional leadership styles and teachers' job satisfaction among 500 randomly
selected higher education teachers in Taiwan. The researcher used demographic and
work profiles on gender, age, teaching experience, education, and salary to examine
differences in leadership styles and teachers' job satisfaction. One hundred and
fifty-seven surveys were returned, yielding a return rate of 3 1%. A total of 127 survey
instruments were valid.
Research Question

1. What are the demographic and work profile characteristics (gender, age,
education level, years of teaching experience, salary), perceptions of
supervisors' transformational leadership style (Idealized Attributes, Idealized
Behaviors, Inspirational Motivation, Intellectual Stimulation, and Individualized
Consideration), perceptions of supervisors' transactional leadership style
(Contingent Reward, Active Management by Exception, Passive Management
by-Exception), and job satisfaction (supervision, colleagues, working condition,
pay, responsibility, work itself, advancement, security, and recognition) of
Taiwan higher education teachers?
The sample of this study was 500 randomly selected higher education teachers in
Taiwan. The data was collected from respondents who replied by mail. One hundred
and fifty-seven survey instruments of the 500 were returned, yielding a return rate of 3 1%.
A total of 127 survey instruments were valid.

Descriptive Analysis of Teacher's Demographic and Work P r o m
Of the127 valid questionnaires, 58.3% (74) were from males and 41.7% (53) were
from females. Most respondents (74%) were 3 1-50 years old, and 85% had up to 15
years of teaching experience. More than half of the teachers (54.3%) held the doctorate,

and 64.5% earned a monthly salary of more than $65,000 New Taiwan Dollars (NT)
(Table 1).

Table 1
Teachers' Demographic and Work
Profile
Personal Characteristics
Gender
Age

Subgroups
Male
Female
30 and under
31-40
41-50
51-60
6 1 and over

Years of teaching experience

5 and under

Educational level

Salary

6-15
16-25
26 and over
Doctorate
Master
Others
NT$55,000
under

Frequency Percentage

and

NT$75,001 and over

55

43.3

25

19.7

37

29.1

Note. F=Frequency. P=Percentage. N=127.

Descriptive Analysis of Transformational and Transactional Leadership Questionnaire

The transformational and transactional leadership questions were adapted from
Bass and Avolio's (1995), Multifactor Leadership Questionnaire (MLQ Form 5x-short),

which is a 32-item, eight-facet scale. Each item has four items. The items have five
choices per item, rating scale where 1 = not at all, 2 = Once in a while, 3 = Sometimes, 4
= Fairly often, and

5= Frequently if not always. The five facets are Idealized Attributed,

Idealized Behaviors, Inspirational Motivation, Intellectual Stimulation, and
Individualized Consideration, Contingent Reward, Active Management-by-Exception,
and Passive Management-by-Exception.
The average total score was 104.91, with a possible range of 32-160, and the
average item score was 3.27. The results of the analysis of descriptive statistics for the
transformational and transactional items are presented in Table 2.

Table 2
Descriptive Analysis of Transformational and
Transactional Questionnaire
Variables

Items

Mean

Transformational

Idealized Attributes

Idealized Attributes dimension score (possible range
4-20)

12.93

Idealized Behaviors
01
02
03
04

Idealized Behaviors dimension score (possible range
4-20)
Inspirational Motivation

Inspirational Motivation dimension score (possible
range 4-20)

Standard
Deviation

Table 2 (Continued)
Variables

Items

Intellectual Stimulation
01
02
03
04

Mean
3.35
3.23

3.53
3.31
3.33

Intellectual Stimulation dimension score (possible
range 4-20)
Individualized Consideration

Individualized Consideration dimension score
(possible range 4-20)
Transactional

Contingent Reward

Contingent Reward dimension score (possible range
4-20)
Active Management by Exception

Active Management by Exception dimension score
(possible range 4-20)

12.27

Standard
Deviation
0.977
0.924
0.99
1.039

Table 2 (Continued)
Variables

Items

Passive Management by Exception

Mean

Standard
Deviation

3.06

Passive Management by Exception dimension score
(possible range 4-20)

12.24

Average item score

3.27

Total score (possible range 32-160)

104.91

Note. N=127.

Descriptive Analysis of Teacher Job Sotisfaction Questionnaire

The teacher job satisfaction questions were adapted from Lester (1984), The
Teacher Job Satisfaction Questionnaire is a 66-item, nine-facets rating scale, where 1 =
strongly disagree, 2 = disagree, 3= neutral (neither disagree nor agree), 4= agree ,and 5 =
strongly agree. The nine facets are supervision, colleagues, working condition, pay,
responsibility, work itself, advancement, security, and recognition.

The average total score was 224.64, with a possible range of 66-330, and the
average item score was 3.37. The results of the analysis of descriptive statistics for the
transformational and transactional items are presented in Table 3.

Table 3
Descriptive Analysis of Teacher Job Satisfaction
Questionnaire
Variables

Items

Supervision
01
02
03
04
05
06
07
08
09

10
11
12
13
14
Supervision dimension score (possible range 14-70 )

Mean

Standard
Deviation

3.29
3.37
3.53
3.10
3.41
3.20
3.32
3.18
3.23
3.06
3.20
3.35
3.28
3.41
3.49

1.133
371
1.068
285
.979
381
1.011
.977
1.093
1.OOO
1.004
.967
.995
372

46.13

Colleagues

Colleagues dimension score (possible range 10-50 )

35.32

Table 3 (Continued)
Variables

Items

Mean

Working condition

Working condition dimension score (possible range
7-35 )

Pay dimension score (possible range 7-35 )
Responsibility

Responsibility dimension score (possible range
8-40 )

21.84

Standard
Deviation

Table 3 (Continued)
Items

Mean

01
02
03
04
05
06
07
08
09
Work itself dimension score (possible range 9-45 )

3.50
3.92
2.51
3.00
4.05
3.32
3.23
3.87
3.67
3.94
31.51

Advancement

3.45

Variables
Work itself

02
03
04
05
Advancement dimension score (possible range 5-25 )

3.17
3.22
3.17
3.89
17.29

Security

3.11

02
03
Security dimension score (possible range 3-15 )

2.86
3.19
9.33

Standard
Deviation

.892
1.105
.927
.789

1.146
1.096

Table 3 (Continued)
Items

Mean

Standard
Deviation

01
02
03

1.068
.925
1.079

Recognition dimension score (possible range 3-15 )

3.32
3.32
3.51
3.13
9.96

Average item score

3.37

Total score (possible range 66-330)

224.64

Variables
Recognition

Note. N=127.

Validity and Reliability Analysis

This study used quantitative, descriptive and inferential statistical analysis. The
data were analyzed using the software program SPSS12.0. The methods of data
analysis consisted of descriptive statistics, exploratory factor analysis, independent t-test
and multiple regression analysis. The Cronbach's alpha is the most popular estimate for
reliability (McMillian & Schumacher, 2001). Intemal consistency reliability considers a
coefficient of 0.70 or higher as satisfactory and reliable (Nunnally & Bemstein, 1994).
In this study, construct validity was established through exploratory factor analysis. The
construct validity created appropriate dimensions for the hypothesized model.
Transactional and Transformational Leadership Factor Analysis
Contingent reward, active management by exception and passive management by
exception were the three dimensions of transactional leadership. The contingent reward,
active management by exception and passive management by exception had four items

each, resulting in 12 items in transactional leadership. To estimate the reliability of the
transactional and transformational leadership for Taiwan higher education, Cronbach's
alphas and item analyses were conducted on the two leadership styles: transactional
leadership alphas=.733; transformational leadership alphas=.899. Table 4 presents the
Cronbach's alpha, corrected item-total correlation and Cronbach's alpha if deleted for
Taiwan higher education.
Table 4
Cronbach Alpha Coeflcients of the Transactional Leadership
Survey
Instruments

Dimensions

Cronbach's
Alphas If
Cronbach's Corrected
Alphas
Item to Total Item Deleted

Transactional
Leadership
Contingent Reward (CR)
Management-by-Exception
(Active) (MBE-A)
Management-by-Exception
(Passive) (MBE-P)
Transformational
Leadership

399
Idealized Influence
(Attributed) (ILA)
Idealized Influence
(Behaviors) (IIB)
Inspirational Motivation
(IM)
Intellectual Stimulation
(1s)
Individualized
Consideration (IC)

Teacher Job Satisfaction Questionnaire Factor Analysis
There were nine factors, with respective subscale scores in teacher job satisfaction:
supervision, colleagues, working condition, pay, responsibility, work itself, advancement,
security, and recognition. To estimate reliability of teachers' job satisfaction for Taiwan
higher education, Cronbach's alphas and item analyses were conducted on the two
leadership styles: teacher job satisfaction alphas=.829. Table 5 presents the Cronbach's
alpha, corrected item-total correlation and Cronbach's alpha if deleted for Taiwan higher
education.
Table 5
Cronbach Alpha Coeficients of the Teacher Job Satisfaction
Survey
Instruments

Dimensions

Teacher Job
Satisfaction

Cronbach's
Corrected
Cronbach's Item to
Alphas If
Item
Total
Deleted
329

Supervision
Colleagues
Working
Conditions
pay
Responsibility
Work Itself
Advancement
Security
Recognition

Convergent Validity of the Transactional and Transformational Leadership and
Related Subscales
Convergent validity was established between the transformational and
transactional leadership and subscales using Pearson r correlation coefficients. The

transformational leadership has with five subscales which are Idealized Influence
(Attributes), Idealized Influence (Behaviors), Inspirational Motivation, Intellectual
Stimulation, and Individualized Consideration. Transactional leadership has three
subscales, which are Contingent Reward (CR), Management-by-Exception (Active)
(MBE-A), and Management-by-Exception (Passive) (MBE-P). As shown in Table 6,
significant relationships were found between the transformational and transactional
leadership and related subscales. Significant correlations between subscales ranged
from .327 @<.01) to 3 1 2 @<.01). The strongest significant relationship was between
the intellectual stimulation and the individualized consideration subscales. The weakest
significant relationship was between the inspirational motivation and the
management-by-exception (Active). Therefore, convergent validity was established for
the transformational and transactional leadership subscales.

Table 6
Pearson r Correlations to Establish Convergent Validity Between the Transformational and Transactional Leadership and Subscales
Active
Inspirational Intellectual
Idealized Idealized
Individualized Contingent
Management
Consideration Reward
Motivation stimulation
Attributes Behaviors
by Exception
Transformational
leadership
Idealized Attributes
.596**
.666**
.747**
.770**
.746**
.386**

-,
h,

Idealized Behaviors

.596**

insgirational Motivation

.666**

.544**

Intellectual Stimulation

.747**

.5 11**

.605**

.746**

.571**

Active
.386**
Management-by-Exception

Passive
.639**
Management-by-Exception

.544**

.639**

.511**

.531**

.571**

.520**

.575**

.605**

.627**

.667**

.327**

.609**

.667**

.791**

.773**

.520**

.327**

.361**

.575**

.609**

.649**

Individualized
Consideration
i'rnnsactional leadership
Contingent Reward

Passive
Management
by Exception

Convergent Validity of the Teacher Job Satisfaction and Related Subscales

Convergent validity was established between teachers' job satisfaction and
subscales using Pearson r correlation coefficients. The Teacher Job Satisfaction (TJS)
has with nine subscales which are (a) supervision, (b) colleagues, (c) working conditions,
(d) pay, (e) responsibility, (f) work itself, (g) advancement, (h) security, and (i)
recognition. As shown in Table 4, significant relationships were found between
teachers' job satisfaction and related subscales. Significant correlations between
subscales ranged from .205 (p<.05) to 343 (p<.01).

However, Table 7 also found no

significant relationships either between colleagues and the security (r=.156, p>.05), or
between colleagues and recognition (F-.077, p>.05).

In addition, no significant

relationships were found either between pay and recognition (r=-.07, p>.05), or between
the work itself and recognition (r=.039,p>.05).

The strongest significant relationship

was between the supervision and the overall subscales. The weakest significant
relationship was between colleagues and advancement. Therefore, convergent validity
was established for teachers' job satisfaction subscales.

Pearson r Correlations to Establish Convergent Validity Between the Teacher Job Satisfaction and Subscales
Supervision Colleagues Working condition Pay
Teacher Job
Satisfaction
Supervision
Colleagues

.406**
.406**

Responsibility Work itself Advancement Security Recognition Overall

.661**

.383** .487**

.402**

.481**

.542**

.293**

.843**

.222**

.SO** .235**

.520**

.205**

.I56

-.077

.545**

.242** .612**

.402**

.689**

.578**

.429**

.820**

.350**

.521**

.546**

.519**

.754**

.431**

.260**

.039

.629**

.542**

.435**

.711**

.480**

.681**

Working condition .66 1**

.222**

Responsibility

.487**

.235**

.612**

.436**

Work itself

.402**

.520**

.402**

.558** .350**

Advancement

.48 1 **

.205**

.689**

.264** .521**

.431**

Security

.542**

.I56

.578**

.336** .546**

.260**

.542**

Recognition

.293**

-.077

.429**

-.070

.039

.435**

.480**

Overall

.843**

.545**

.820**

.606** .754**

.629**

.711**

.681**

.519**

.409**
.409**

Hypothesis 1
HI: Taiwan higher education teachers that are more satisfied with their jobs perceive
their supervisors to have significantly greater transformational leadership styles
(Idealized Attributes, Idealized Behaviors, Inspirational Motivation, Intellectual
Stimulation, and Individualized Consideration) and significantly lower transactional
leadership styles (Contingent Reward, Active Management by Exception, Passive
Management by-Exception) than teachers that are less satisfied with their jobs.
To test this hypothesis, the researcher classified teachers according to whether
they were more or less satisfied with their jobs, using the average item job satisfaction
score of 3.5 (on a scale of 1 to 5). Fifty-one teachers with an average item job
satisfaction score of 3.5 or higher were classified as more satisfied teachers. Seventy-six
teachers with average item job satisfaction scores below 3.5 were classified as less
satisfied teachers.

One-tailed, independent t-tests were used to compare teacher

perceptions of supervisor transformational leadership (idealized attributes, idealized
behaviors, inspirational motivation, intellectual stimulation, and individualized
consideration) and transactional leadership contingent reward, active management by
exception, passive management by-exception ) according to more satisfied and less
satisfied teachers.
Results showed that more satisfied teachers had higher perceptions for the total
scales of supervisor transformational and transactional leadership styles. Furthermore,
these scores were signijcantly higher for more satisfied teachers for all transformational
and transactional leadership subscales with the exception of passive management by
perception, with significant independent t values ranging from 2.87 to 4.69,
and significantp values rangins from _< .05 to .OO. Therefore, Hypothesis 1 was only

partially supported: Taiwan higher education teachers who are more satisfied with their
jobs perceived their supervisors to have significantly greater transformational leadership
styles (Idealized Attributes, Idealized Behaviors, Inspirational Motivation, IntelIectual
Stimulation, and Individualized Consideration) than teachers who are less satisfied with
their jobs. Not supported in Hypothesis 1 was: Taiwan higher education teachers who
are more satisfied with their jobs perceived their supervisors to have significantly lower
transactional Ieadership styles (Contingent Reward, Active Management by Exception,
Passive Management by-Exception) than teachers who are less satisfied with their
jobs. Table 8 presents the means, t-values andp-values (one tailed) for transformational
leadership (Idealized attributes, Idealized behaviors, Inspirational motivation, Intellectual
stimulation, and Individualized consideration) and transactional leadership (Contingent
reward, Active management by exception, Passive management by exception) according
to teachers who are more satisfied versus less satisfied with their jobs.

Independent t-Tests of Perceptions of Supervisors' Transformational and Transactional
Leadership according to Teachers that are More Satisfied versus Less Satisfied with their Jobs
More Satisfied Less Satisfied
Sig. (I-tailed)
Score Range For
N=
N=
t-value
Total and Subscales
p-value
Mean
Mean
Transformational
Leadership (Total Score)

5 to 25

51
3.641

76
3.197

4.17 ,000

3 to 15

51
3.414

76
3.079

3.21 .002

Idealized Attributes
Idealized Behaviors
Inspirational Motivation
Intellectual Stimulation
Individualized
Consideration
Transactional Leadership

(Total Score)
Contingent Reward
Active Management by
Exception
Passive Management by
Exception

1 to 5

Hypothesis 2

H2: Taiwan higher education teachers' perceptions of supervisors' transformational
leadership styles and transactional leadership styles are significant explanatory variables
of perceived job satisfaction of Taiwan higher education teachers.

H2a: Taiwan higher education teachers' perceptions of supervisors'
transformational leadership style (Idealized Attributes, Idealized
Behaviors, Inspirational Motivation, Intellectual Stimulation, and
Individualized Consideration) and perceptions of supervisors'
transactional leadership style (Contingent Reward, Active Management by

Exception, Passive Management by-Exception), are significant
explanatory variables of perceived job satisfaction with supervision.
George and Mallery (2003) stated that R Square is a measure of expressing the
total amount of variance of the dependent variable, which can be accounted for by the
independent variable. The F statistic indicates the level of statistical significance of the
relationship between independent variables and dependent variables. Beta weight
(standardized regression coefficient) is a measure of how strongly each independent
variable influences the dependent variable. It can identify the strength, direction, and
statistical significance of the relationship between the independent variables and
dependent variables. Thep value is a measure of significance level. A p value of less
than 0.05 is considered statistically significant (Chen, 2005).
The forward selection multiple regression analysis was used for transformational
and transactional leadership variables explaining teachers' job satisfaction with
supervision. The best explanatory model showed four significant variables (idealized
attributes, inspirational motivation, individualized consideration and passive management
by exception), the idealized attributes had the largest correlation with teachers' job
satisfaction with supervision (p<.01). The F value (75.961) for the regression model
that analyzed transformational and transactional leadership variables explaining teachers'
job satisfaction with supervision was significant (p=.000).
According to the R Square, about 37.8% of the variation in teachers' job
satisfaction with supervision can be explained by the regression model with idealized
attributes, inspirational motivation, individualized consideration and passive management
by exception.

In Table 9, t value was 8.716 and there was significance with idealized attributes
(p<.01). The idealized attributes, inspirational motivation, individualized consideration
and passive management by exception were four significant variables in explaining the
teachers' job satisfaction with supervision. According the number of beta in, the beta
value of individualized consideration is larger (.266), which indicated individualized
consideration made the greater contribution of the other excluded variables. Thus, H2, was
partially supported: Taiwan higher education teachers' perceptions of supervisors'
transformational leadership with idealized attributes, inspirational motivation,
individualized consideration and passive management by exception were significant
explanatory variables of their perceived job satisfaction with supervision.
Table 9
Summarized Regression Analysis of Transformational and Transactional Leadership
Variables Explaining the Teacher Job Satisfaction with Supervision
Variable
B
SE Beta t
Sia. Beta In
Transformational
Idealized Attributes
.451 .052 .615 8.716 .OOO
Inspirational Motivation
2.418 .017 .224
Individualized
Consideration
Transactional

Passive Management by
Excevtion
N=127
F=75.961 (p=.OOO)

R Square=.378
Adjusted R Square=.373

HZb: Taiwan higher education teachers' perceptions of supervisors'
transformational leadership style (Idealized Attributes, Idealized
Behaviors, Inspirational Motivation, Intellectual Stimulation, and
Individualized Consideration) and perceptions of supervisors'
transactional leadership style (Contingent Reward, Active Management by
Exception, Passive Management by-Exception), are significant
explanatory variables of perceived job satisfaction with colleagues.

The forward selection multiple regression analysis was used for transformational
and transactional leadership variables explaining teachers' job satisfaction with
colleagues. The result showed five significant explanatory variables (idealized
attributes, inspirational motivation, individualized consideration, active management by
exception and passive management by exception). Individualized consideration had the
largest correlation with the teachers' job satisfaction with colleagues (p<.01). The F
value (39.535) for the regression model analyzing transformational and transactional
leadership variables explaining teachers' job satisfaction with colleagues was significant
(p=.000). According to the R Square, about 24% of the variation in teachers' job
satisfaction with colleagues was explained by the regression model with idealized
attributes, inspirational motivation, individualized consideration active management by
exception and passive management by exception.
In Table 10, t value was 6.288 and there was significance with individualized
consideration (p<.01). Idealized attributes, inspirational motivation, individualized
consideration, active management by exception and passive management by exception
were five significant variables in explaining teachers' job satisfaction with colleagues.
According the number of beta in, the beta value of passive management by exception is
larger (.258), which indicated passive management by exception made the greater contribution of
the other excluded variables. Thus, Hzbwas partially supported: Taiwan higher education
teachers' perceptions of supervisors' transformational leadership with idealized attributes,
inspirational motivation, individualized consideration, active management by exception
and passive management by exception were significant explanatory variables of
perceived job satisfaction with colleagues.

Table 10
Summarized Regression Analysis o f Transformational and Transactional Leadership
Variables ~ x p l a i n i nthe
~ ~ e a i h eJob
r satisfaction with Colleagues
Variable
B
SE Beta t
Sig. Beta In
Transformational

Individualized
Consideration
Idealized Attributes
Inspirational Motivation

2.001 .048 .242
2.440 .016 .239

Transactional

Active Management by
Exception
Passive Management by
Exce~tion
N=127
F=39.535 ($=.OOO)

Hz,:

R Square=.240
Adjusted R Square=.234

Taiwan higher education teachers' perceptions of supervisors'
transformational leadership style (Idealized Attributes, Idealized
Behaviors, Inspirational Motivation, Intellectual Stimulation, and
Individualized Consideration) and perceptions of supervisors'
transactional leadership style (Contingent Reward and
Management-by-Exception), are significant explanatory variables of
perceived job satisfaction with working conditions.

The forward selection multiple regression analysis was used for transformational
and transactional leadership variables explaining teachers' job satisfaction with working
conditions. The result showed that there were four significant explanatory variables
(idealized attributes, inspirational motivation, contingent reward and passive management
by exception), the idealized attributes had the largest correlation with teachers' job
satisfaction with working conditions ($5.01).

The F value (1 1.070) for the regression

model analyzing transformationz! and transactiofia! leed-rship variables explaining
teachers' job satisfaction with working conditions was significant w . 0 1 ) . According to

the R Square, about 8.1% of the variation in teachers' job satisfaction with working
conditions can be explained by the regression model with idealized attributes,
inspirational motivation, contingent reward and passive management by exception.
In Table 11, t value was 3.327 and there was significance with idealized attributes
@.Ol).

The idealized attributes, inspirational motivation, contingent reward and

passive management by exception were four significant variables explaining teachers' job
satisfaction with working conditions. According the number of beta in, the beta value of
inspirational motivation is larger (.113), which indicated inspirational motivation made the
greater contribution of the other excluded variables. Thus, H2, was partially supported with
Taiwan higher education teachers' perceptions of supervisors' transformational
leadership with idealized attributes, inspirational motivation, contingent reward and
passive management by exception were significant explanatory variables of perceived job
satisfaction with working conditions.
Table 11
Summarized Regression Analysis of Transformational and Transactional Leadership
Variables Explaining the Teacher Job Satisfaction with Working Conditions
Variable
B
SE Beta t
Sig. Beta In
Transformational
.200 .060 ,285 3.327 .001
Idealized Attributes
Inspirational Motivation
.980 .329 .I13
Transactional
Contingent Reward
Passive Management by
Excevtion
N=127
R Square=.O8l
F=11.070 (p=.OOl)
Adjusted .R Square=.074
Taiwan higher education teachers' perceptions of supervisors'
transformational ieadership sty!e (Idealized Attributes, Idealized
Behaviors, Inspirational Motivation, Intellectual Stimulation, and
Individualized Consideration) and perceptions of supervisors'
transactional leadership style (Contingent Reward, Active Management by

Exception, Passive Management by-Exception), are significant
explanatory variables of perceived job satisfaction with pay.
The forward selection multiple regression analysis was used for transformational
and transactional leadership variables explaining teachers' job satisfaction with pay.
The result showed that there were five significant explanatory variables (idealized
attributes, inspirational motivation, intellectual stimulation, individualized consideration
and active management by exception), the inspirational motivation had the largest
correlation with teachers' job satisfaction with pay (p<.01). The F value (35.477) for
the regression model analyzing transformational and transactional leadership variables
explaining teachers' job satisfaction with pay was significant (p=.000). According to
the R Square, about 22.1% of the variation in teachers' job satisfaction with pay can be
explained by the regression model with idealized attributes, inspirational motivation,
intellectual stimulation, individualized consideration and active management by
exception
In Table 12, t value was 5.956 and there was significance with inspirational
motivation (p<.01). The idealized attributes, inspirational motivation, intellectual
stimulation, individualized consideration and active management by exception were five
significant variables explaining teachers' job satisfaction with pay. According the
number of beta in, the beta value of individualized consideration is larger (.253), which
indicated individualized consideration made the greater contribution of the other excluded
variables. Thus, H2dwas partially supported with Taiwan higher education teachers'
perceptions of supervisors' transformational leadership with idealized attributes,
inspirational motivation, intellectual stimulation, individualized consideration and active

management by exception were significant explanatory variables of perceived job
satisfaction with pay.
Table 12
Summarized Regression Analysis of Transformational and Transactional Leadership
Variables Explaining the Teacher Job Satisfaction with Pay
Variable
B
SE Beta t
Sig. Beta In
Transformational

Inspirational Motivation
Idealized Attributes
Intellectual Stimulation
Individualized
Consideration

.400 .067 .470 5.956 .000
2.151 .033 .224
2.096 .038 .205

Transactional

Active Management by
Exception
N=127
F=35.477 (p=.OOO)

R Square=.221
Adjusted R Square=.215

H2e: Taiwan higher education teachers' perceptions of supervisors'
transfonnational leadership style (Idealized Attributes, Idealized
Behaviors, Inspirational Motivation, Intellectual Stimulation, and
Individualized Consideration) and perceptions of supervisors'
transactional leadership style (Contingent Reward, Active Management by
Exception, Passive Management by-Exception), are significant
explanatory variables of perceived job satisfaction with responsibility.
The forward selection multiple regression analysis was used for transfonnational
and transactional leadership variables explaining teachers' job satisfaction with
responsibility. The result showed that only one significant explanatory variable
(inspirational motivation), had the largest correlation with teachers' job satisfaction with
responsibility (~6.05). The F value (6.607) for the regression model analyzing
transformational and transactional leadership variables explaining teachers' job
satisfaction with responsibility was significant (p<.05). According to the R Square,
about 5% of the variation in teachers' job satisfactioll with responsibility can be
explained by the regression model with inspirational motivation. H2, was therefore

partially supported: Taiwan higher education teachers' perceptions of supervisors'
transformational leadership with inspirational motivation were significant explanatory
variables of perceived job satisfaction with responsibility.
Table 13
Summarized Regression Analysis of Transformational and Transactional Leadership
Variables Explaining the Teacher Job Satisfaction with Responsibility
Variahle
B
S E Beta t
Sie. Beta In
Transformational

Inspirational Motivation
N=127
F=6.607 @=.011)

Hzfi

.I94 .076 .224 2.570 .011
R Square=.050
Adjusted R Square=.043

Taiwan higher education teachers' perceptions of supervisors'
transformational leadership style (Idealized Attributes, Idealized
Behaviors, Inspirational Motivation, Intellectual Stimulation, and
Individualized Consideration) and perceptions of supervisors'
transactional leadership style (Contingent Reward, Active Management by
Exception, Passive Management by-Exception), are significant
explanatory variables of perceived job satisfaction with work itseEf:

The forward selection multiple regression analysis was used for transformational
and transactional leadership variables explaining teachers' job satisfaction with work
itself. The result showed that among the three significant explanatory variables
(idealized behaviors, contingent reward and active management by exception), contingent
reward had the largest correlation with teachers' job satisfaction with pay (p<.01). The

F value (19.644) for the regression model analyzing transformational and transactional
leadership variables explaining teachers' job satisfaction with work itself was significant
@=.000). According to the R Square, about 13.6% of the variation in teachers' job
satisfaction with work itself can be explained by the regression model with idealized
behaviors, contingent reward and active management by exception.

In Table 14, t value was 2.495 and there was significance with inspirational
motivation (~6.05). Idealized behaviors, contingent reward and active management by
exception were three significant variables explaining teachers' job satisfaction with work
itself. According the number of beta in, the beta value of idealized behaviors is larger
(.217), indicating that idealized behaviors made the greatest contribution of the other excluded

variables. Thus, H2fwas partially supported: Taiwan higher education teachers'
perceptions of supervisors' transformational leadership with idealized behaviors,
contingent reward and active management by exception were significant explanatory
variables of perceived job satisfaction with work itself.
Table 14
Summarized Regression Analysis of Transformational and Transactional Leadership
Variables Exulaininn
- the Teacher Job Satisfaction with Work Itself
Variable
B
SE Beta t
Sig. Beta In
Transformational

Idealized Behaviors

2.179 .031 .217

Transactional

Contingent Reward
Active Management by
Exception
N=127
F=19.644 (p=.OOO)

.375 .085 .369 4.432 .000

R Square=.136
Adjusted R Square=. 129

H2g: Taiwan higher education teachers' perceptions of supervisors'
transformational leadership style (Idealized Attributes, Idealized
Behaviors, Inspirational Motivation, Intellectual Stimulation, and
Individualized Consideration) and perceptions of supervisors'
transactional leadership style (Contingent Reward, Active Management by
Exception, Passive Management by-Exception), are significant
explanatory variables of perceived job satisfaction with advancement.
The forward selection multiple regression analysis was used for transformational
and transactional leadership variables explaining teachers' job satisfaction with
advancement. The result showed that one signi Ficant explanatory variable (inspirational

motivation), had the largest correlation with teachers' job satisfaction with advancement
(pc.05).

The F value (6.304) for the regression model analyzing transformational and

transactional leadership variables explaining teachers' job satisfaction with advancement
was significant (pC.05). According to the R Square, about 4.6% of the variation in
teachers' job satisfaction with advancement can be explained by the regression model
with inspirational motivation. Thus H2gwas partially supported: Taiwan higher
education teachers' perceptions of supervisors' transformational leadership with
inspirational motivation was significant explanatory variable of perceived job satisfaction
with advancement.
Table 15
Summarized Regression Analysis of Transformational and Transactional Leadership
Variables Explaining the Teacher Job Satisfaction with Advancement
Variable
B
SE Beta t
Sig. Beta In
Transformational

Inspirational Motivation
N=127
F=6.034 (p=.015)

.263 .lo7 .215 2.456 .015
R Square=.046
Adjusted R Square=.038

H2h: Taiwan higher education teachers' perceptions of supervisors'
transformational leadership style (Idealized Attributes, Idealized
Behaviors, Inspirational Motivation, Intellectual Stimulation, and
Individualized Consideration) and perceptions of supervisors'
transactional leadership style (Contingent Reward, Active Management by
Exception, Passive Management by-Exception), are significant
explanatory variables of perceived job satisfaction with security.
The forward selection multiple regression analysis was used for transformational
and transactional leadership variables explaining teachers' job satisfaction with security.
The result showed that there were two significant explanatory variables (idealized
attributes and active management by exception). the idealized attributes had the largest
correlation with teachers' job satisfaction with security (p<.05). The F value (9.251) for

the regression model analyzing transformational and transactional leadership variables
explaining teachers' job satisfaction with security was significant (p<.05).

According to

the R Square, about 6.9% of the variation in teachers' job satisfaction with security can
be explained by the regression model with idealized attributes and active management by
exception.
In Table 16, t value was 2.054 and there was significance with active management
by exception (p<.05). The idealized attributes and active management by exception
were two significant variables explaining teachers' job satisfaction with security.
According the number of beta in, the beta value of idealized attributes (.190), is the only
contribution for excluded variable. Thus, HZhwas partially supported: Taiwan higher
education teachers' perceptions of supervisors' transformational leadership with idealized
attributes and active management by exception were significant explanatory variables of
perceived job satisfaction with security.
Table 16
Summarized Regression Analysis of Transformational and Transactional Leadership
VariablesExplaining the Teacher Job Satisfaction with Security
Variable
B
SE Beta t
Sig. Beta In
Transformational

Idealized Attributes

.246 .081 .263 3.042 .003

Transactional

Active Management by
Exception
N=127
P 9 . 2 5 1 (p=.003)

H2i:

R Square=.069
Adjusted R Square=.061

Taiwan higher education teachers' perceptions of supervisors'
transformational leadership style (Idealized Attributes, Idealized
Behaviors, Inspirational Motivation, Intellectual Stimulation, and
Individualized Consideration) and perceptions of supervisors'
transactional leadership style (Contingent Reward, Active Management by
Exception, Passive Management by-Exception), are significant
explanatory variables of perceived job satisfaction with recognition.

The forward selection multiple regression analysis was used for transformational
and transactional leadership variables explaining teachers' job satisfaction with
recognition. The result showed that only one significant explanatory variable (active
management by exception), had the largest correlation with teachers' job satisfaction with
recognition (p<.05).

The F value (9.129) for the regression model analyzing

transformational and transactional leadership variables explaining teachers' job
satisfaction with recognition was significant (p<.05). According to the R Square, about
6.8% of the variation in teachers' job satisfaction with recognition can be explained by
the regression model with active management by exception. Thus, Hziwas partially
supported: Taiwan higher education teachers' perceptions of supervisors'
transformational leadership with active management by exception was a significant
explanatory variable of perceived job satisfaction with recognition.
Table 17
Summarized Regression Analysis of Transformationaland Transactional Leadership
Variables Explaining the Teacher Job Satisfaction with Recognition
Variable
B
SE Beta t
Sig. Beta In
Transactional

Active Management by
Exception
N=127
F=9.129 (p=.003)

Hzj:

-.350 .I16 -.261 -3.021 .003

R Square=.068
Adjusted R Square=.061

Taiwan higher education teachers' perceptions of supervisors'
transformational leadership style (Idealized Attributes, Idealized
Behaviors, Inspirational Motivation, Intellectual Stimulation, and
Individualized Consideration) and perceptions of supervisors'
transactional leadership style (Contingent Reward, Active Management by
Exception, Passive Management by-Exception), are significant
explanatory variables of perceived job satisfaction (total score).

The forward selection multiple regression analysis was used for transformational
and transactional leadership variables explaining teachers' job satisfaction. The result
showed that there were two significant explanatory variables (idealized attributes and
inspiration motivation), the idealized attributes had the largest correlation with teachers'
job satisfaction @<.01). The F value (40.003) for the regression model analyzing
transformational and transactional leadership variables explaining teachers' job
satisfaction was significant (p<.01). According to the R Square, about 24.2% of the
variation in teachers' job satisfaction can be explained by the regression model with
idealized attributes and inspirational motivation.
In Table 18, t value was 2.827 and there was significance with inspirational
motivation (J75.05). The idealized attributes and inspirational motivation were two
significant variables to explain teachers' job satisfaction. According the number of beta
in, the beta value of inspirational motivation (.287), is the only contribution for excluded
variable. Thus, Hzjwas partially supported: Taiwan higher education teachers'
perceptions of supervisors' transformational leadership with idealized attributes and
inspirational motivation were significant explanatory variables of perceived job
satisfaction.
Table 18
Summarized Regression Analysis of Transformational and Transactional Leadership
Variables Explaining the Teacher Job Satisfaction (total score)
Variable
B
SE Beta t
Sig. Beta In
Transformational

Idealized Attributes
Inspirational Motivation
N=127
F=40.003 (p=.OOO)

.272 .043 .492 6.325 .OOO
2.827 .005 .287
R Square=.242
Adjusted R Square=.236

The findings in Hypothesis 2: Taiwan higher education teachers' perceptions of
supervisors' transformational leadership styles and transactional leadership styles are
significant explanatory variables of perceived job satisfaction of Taiwan higher education
teachers. Table 9-18 shows teachers' perceived supervisors' transformational and
transactional leadership with idealized attributes and inspirational motivation were most
frequent and most significant explanatory variables in teacher job satisfaction.

Multiple Regression Analysis for Hypothesis 3
H3: Taiwan higher education teachers' demographic and work profile characteristics,
perceptions of supervisors' transformational leadership styles and transactional leadership
styles are significant explanatory variables of perceived job satisfaction of Taiwan higher
education teachers.

H3%: Taiwan higher education teachers' demographic and work profile
characteristics (gender, age, education level, years of teaching experience,
salary) perceptions of supervisors' transformational leadership style
(Idealized Attributes, Idealized Behaviors, Inspirational Motivation,
Intellectual Stimulation, and Individualized Consideration) and
perceptions of supervisors' transactional leadership style (Contingent
Reward, Active Management by Exception, Passive Management
by-Exception), are significant explanatory variables of perceived job
satisfaction with supervision.
Multiple regression analysis was used for teachers' demographic and work profile
in order to characterize supervisors' transformational and transactional leadership
variables explaining teachers' job satisfaction with supervision. The F value (7.151) for
the regression model analyzing demographic and work profile characteristics perceptions
of supervisors' transformational and transactional leadership variables explaining
teachers' job satisfaction with supervision was significant (p=.000). The adjusted R
square indicated teachers' demographic ad work profiie perception of supervisors'

transformational and transactional leadership accounted for 38.8% of the variance in
teacher job satisfaction with supervision.
The t-statistic found no significant explanatory variables in teacher job
satisfaction with supervision (p>.OS). According to Beta weight, idealized attributes had
more impact on teacher job satisfaction with supervisions (Beta=.342).

Salary had more

impact on the model (F1.03 I, p=.305), and a positive relationship (Beta=. 108) with
teacher job satisfaction with supervision, such that teachers who earned more were more
satisfied with their supervision. Moreover, years of teaching experience had less impact
on the model (F-.643,p=.521), and a negative relationship (Beta=-.066) with teacher job
satisfaction with supervision, such that the teachers who had been in the classroom the
longest were the least satisfied with their supervision. Therefore, the teachers' salary
influenced teachers' job satisfaction with supervision. Table 19 summarizes the
regression analysis of demographic and work profile of supervisors' transformational and
transactional leadership variables explaining teachers' job satisfaction with supervision.

Table 19
Summarized Regression Analysis of Demographic and Work Profile perceived of
Supervisors' Transformational and Transactional Leadership Va'ariablesExplaining

;
Variable

B

SE

Beta

t

Sig.

.251
.038
.I36
-.030
.I18

.094
.090
.096
,102
.089

.342
.043
,153
-.042
.I88

2.679
.421
1.423
-.300
1.325

.008
.674
.I58
.765
.I88

-.020 . l l 8

-.024

-.I73

.863

-.lo0 .062

-.I42

-1.627 .lo7

.099

.I43

1.257

.211

-.500
-.061
.632
-.643
1.031

.618
.952
.529
.521
.305

Transformational

Idealized Attributes
Idealized Behaviors
Inspirational Motivation
Intellectual Stimulation
Individualized Consideration
Transactional

Contingent Reward
Active Management by
Exception
Passive Management by
Exception

.078

Demographic and Work Profile

Gender
Age
Educational Level
Years of Teaching Experience
Salary
N=127

-.043 .086 -.038
-.003 .055 -.006
.062 .099 .065
-.005 .008 -.066
.056 .054 .lo8
R Square=.45 1
Adjusted R
Square=.388

In addition, the result refer to Table 9 of Hz,,
the idealized attributes, inspirational
motivation, individualized consideration and passive management by exception were four
significant variables in explaining teachers' job satisfaction with supervision. Thus, Hla
was partially supported with Taiwan higher education teachers' demographic and work
profile perceptions of supervisors' transformational leadership with the idealized
attributes, inspirational motivation, individualized cor~siderationand passive management
by exception being significant explanatory variables of perceived job satisfaction with

supervision. The teachers' salary of perception supervisor transformational and
transactional leadership had an impact on teacher job satisfaction with supervision.

H3b: Taiwan higher education teachers' demographic and work profile
characteristics (gender, age, education level, years of teaching experience,
salary) perceptions of supervisors' transformational leadership style
(Idealized Attributes, Idealized Behaviors, Inspirational Motivation,
Intellectual Stimulation, and Individualized Consideration) and
perceptions of supervisors' transactional leadership style (Contingent
Reward, Active Management by Exception, Passive Management
by-Exception), are significant explanatory variables of perceived job
satisfaction with colleagues.
Multiple regression analysis was used for teachers' demographic and work profile
perceptions of supervisors' transformational and transactional leadership variables
explaining teachers' job satisfaction with colleagues. The F value (4.241) for the
regression model analyzing demographic and work profile characteristics perceptions of
supervisors' transformational and transactional leadership variables explaining teachers'
job satisfaction with colleagues was significant (p=.000). The adjusted R square shows
that teachers' demographic and work profile perception of supervisors' transformational
and transactional leadership accounted for 25.1% of the variance in teachers' job
satisfaction with colleagues.
The t-statistic indicates no significant explanatory variables in teacher job
satisfaction with colleagues (p>.05). According to Beta weight, individualized
consideration had more impact on teacher job satisfaction with colleagues (Beta=.196).
Teachers' educational level had more impact on the model (t=.243,p=.808), and a
positive relationship (Beta=.028) with teacher job satisfaction with colleagues, such that
teachers with more education were the most satisfied with their colleagues. Moreover,

years of teaching experience had less impact on the model (t=-.743,p=.459), and a
negative relationship (Beta=-.084) with teacher job satisfaction with colleagues, such that
there was an inverse relationship between years of teaching and satisfaction with
colleagues. Therefore, the teachers' educational level had affected teachers' job
satisfaction with colleagues. Table 20 summarizes the regression analysis of
demographic and work profile of supervisors' transformational and transactional
leadership variables in terms of teachers' job satisfaction with colleagues.
Table 20
Summarized Regression Analysis of Demographic and Work Projle perceived of
Supervisors' Transformational and Transactional Leadership Variables
~ G l a i n i the
n ~ Teacher Job Satisfaction with Colleagues
Variable
B
SE
Beta
t
Sig.
Transformational
.083
Idealized Attributes
Idealized Behaviors
-.027
Inspirational Motivation
.I28
Intellectual Stimulation
-.060
Individualized Consideration .I20
Transactional
.045
Contingent Reward
Active Management by
.lo1
Exception
Passive Management by
.I15
Exception
Demographic and Work Profile
Gender
.014
Age
-.004
Educational Level
.026
Years of Teaching Experience -.006
Salarv
-.010
Adjusted R
Square=.251
In addition, Table 10 of 112b
shows that the idealized attributes, inspirational
motivation, individualized consideration, active management by exception and passive

management by exception were five significant variables explaining teachers' job
satisfaction with colleagues. Thus, Hgbwas partially supported: Taiwan higher
education teachers' perceptions of supervisors' transformational leadership with the
idealized attributes, inspirational motivation, individualized consideration, active
management by exception and passive management by exception were significant
explanatory variables of perceived job satisfaction with colleagues. The teachers'
educational level affected teachers' job satisfaction with colleagues.

H3c: Taiwan higher education teachers' demographic and work profile
characteristics (gender, age, education level, years of teaching experience,
salary) perceptions of supervisors' transformational leadership style
(Idealized Attributes, Idealized Behaviors, Inspirational Motivation,
Intellectual Stimulation, and Individualized Consideration) and
perceptions of supervisors' transactional leadership style (Contingent
Reward, Active Management by Exception, Passive Management
by-Exception), are significant explanatory variables of perceived job
satisfaction with working condition.
The multiple regression analysis was used for teachers' demographic and work
profile characteristics perceptions of supervisors' transformational and transactional
leadership variables explaining teachers' job satisfaction with working conditions. The

F value (1 382) for the regression model that uses supervisors' transformational and
transactional leadership variables explaining teachers' job satisfaction with working
conditions was not significant (p>.05). The adjusted R square revealed that teachers'
demographic and work profile perception of supervisors' transformational and
transactional leadership accounted for 8.3% of the variance in teachers' job satisfaction
with working conditions.
The t-statistic found no significant explanatory variables in teachers7job
satisfaction with working conditions @-.05).

According to Beta weight, idealized

attributes had more impact on teacher job satisfaction with colleagues (Beta=.221). The
number of years of teaching experience had more impact on the model (t=l. 182, p=.240),
and a positive relationship (Beta=. 148) with teacher job satisfaction with working
conditions, such that teachers with the most experience were the most satisfied with their
working conditions. Moreover, educational level had less impact on the model (t=-.579,

p=.564), and a negative relationship (Beta=-.073) with teacher job satisfaction with
working conditions, such that the most highly educated teachers were the least satisfied
with their working conditions. Therefore, the number of years of teaching experience
influenced teachers' satisfaction with working conditions. Table 21 summarizes the
regression analysis of the relationship among explanatory variables of demographic and
work profile, teacher perceptions of supervisors' transformational and transactional
leadership variables and teacher satisfaction with working conditions.

Table 2 1
Summarized Regression Analysis of Demographic and Work Profile perceived of
Supervisors' Transformational and TransactionalLeadership Variables
Explaining the Teacher Job Satisfaction with Working Conditions
B
SE
Beta
t
Sip.
Variable
Transformational

Idealized Attributes
Idealized Behaviors
Inspirational Motivation
Intellectual Stimulation
Individualized Consideration

.I55
.007
.090
.058
-.037

Transactional

Contingent Reward
Active Management by
Exception
Passive Management by
Exception

-.019
-.081
.004

Demographic and Work Profile

Gender
Age
Educational Level
Years of Teaching Experience
Salarv

.013
.037
-.067
.011
.056
Adjusted R
Square=.083

In addition, the result refer to Table 11 of Hzc, the idealized attributes,
inspirational motivation, contingent reward and passive management by exception were
four significant variables in teachers' job satisfaction with working conditions. Thus,
H3c was partially supported: Taiwan higher education teachers' demographic and work

profile perceptions of supervisors' transformational leadership with idealized attributes,
inspirational motivation, contingent reward and passive management by exception were
significant explanatory variables of perceived job satisfaction with working conditions.
The teachers' teaching experience of perception supervisor transformational and

transactional leadership had an impact on teachers' job satisfaction with working
conditions.

H3d: Taiwan higher education teachers' demographic and work profile
characteristics (gender, age, education level, years of teaching experience,
salary) perceptions of supervisors' transformational leadership style
(Idealized Attributes, Idealized Behaviors, Inspirational Motivation,
Intellectual Stimulation, and Individualized Consideration) and
perceptions of supervisors' transactional leadership style (Contingent
Reward, Active Management by Exception, Passive Management
by-Exception), are significant explanatory variables of perceived job
satisfaction with pay.
The multiple regression analysis was used for teachers' demographic and work
profile characteristics perceptions of supervisors' transformational and transactional
leadership variables explaining teachers' job satisfaction with pay. The F value (4.324)
for the regression model analyzing demographic and work profile characteristics
perceptions of supervisors' transformational and transactional leadership variables
explaining teachers' job satisfaction with pay was significant (p=.000). The adjusted R
square indicated teachers' demographic and work profile perception of supervisors'
transformational and transactional leadership accounted for 25.5% of the variance in
teacher job satisfaction with pay.
The t-statistic indicated there were no significant explanatory variables in teacher
job satisfaction with working conditions (p>.05).

According to Beta weight,

individualized consideration had more impact on teacher job satisfaction with colleagues
(Beta=.216).

Gender had more impact on the model (t=2.3 1l,p=.023), and a positive

relationship (Beta=. 192) with teacher job satisfaction with pay, such that the higher score
of gender had higher teachers' job satisfaction with pay. Moreover, age had less impact
on the model (F-1 .281, p=.203), and a negative relationship (Beta=-.138) with teacher

job satisfaction with pay, such that the higher score of age the lower teachers' job
satisfaction with pay.

Therefore, the teachers' gender affected teachers' job

satisfaction with pay. Table 22 summarizes the regression analysis of demographic and
work profile perceived of supervisors' transformational and transactional leadership
variables explaining teachers' job satisfaction with pay.
Table 22
Summarized Regression Analysis of Demographic and Work Projle perceived of
Supewisors' Transformational and Transactional Leadership Variables
Explaining the Teacher Job Satisfaction with Pay
Variable
B
SE
Beta
t
Sig.
Transformational

Idealized Attributes
Idealized Behaviors
Inspirational Motivation
Intellectual Stimulation
Individualized Consideration

.040
-.006
.I56
-.016
.I30

.099
.095
.lo1
.lo7
.094

.057
-.007
.I83
-.022
.216

.403
-.060
1.540
-.I45
1.382

.688
.952
.I26
.885
.I70

.035

.I24

.043

.279

.781

.I23

.065

.I81

1.887

.062

.016

.083

.024

.I88

3.51

2.311
-1.281
.lo7
.883
1.395

.023
.203
.915
.379
.I66

Transactional

Contingent Reward
Active Management by
Exception
Passive Management by
Exception
Demographic and Work Profile

Gender
Age
Educational Level
Years of Teaching Experience
Salary
N=127

.209 .090 .I92
-.075 .059 -.I38
,011 .lo4 ,012
,008 .009 ,100
.080 .057 .I62
R Square=.332
Adjusted R
Square=.255

Table 12 of HZd,shows that idealized attributes, inspirational motivation,
intellectual stimulation, individualized consideration and active management by
exception were significant explanatory variables of perceived job satisfaction with pay.
Thus, H3dwas partially supported: Taiwan higher education teachers' perceptions of

supervisors' transformational leadership with idealized attributes, inspirational
motivation, intellectual stimulation, individualized consideration and active management
by exception were significant explanatory variables of perceived job satisfaction with pay.
The teachers' gender of perception supervisor transformational and transactional
leadership had an effect on teachers' job satisfaction with pay.

H3e:

Taiwan higher education teachers' demographic and work profile
characteristics (gender, age, education level, years of teaching experience,
salary) perceptions of supervisors' transformational leadership style
(Idealized Attributes, Idealized Behaviors, Inspirational Motivation,
Intellectual Stimulation, and Individualized Consideration) and
perceptions of supervisors' transactional leadership style (Contingent
Reward, Active Management by Exception, Passive Management
by-Exception), are significant explanatory variableqof perceived job
satisfaction with responsibility.

The multiple regression analysis was performed on teachers' demographic and
work profile perceptions of supervisors' transformational and transactional leadership
variables explaining teachers' job satisfaction with responsibility. The F value (1.321)
for the regression model that analyzed demographic and work profile characteristics
perceptions of supervisors' transformational and transactional leadership variables
explaining teachers' job satisfaction with responsibility was not significant (p>.05). The
adjusted R square indicated teachers' demographic and work profile perception of
supervisors' transformational and transactional leadership accounted for 3.2% of the
variance in teachers' job satisfaction with responsibility.
The t-statistic revealed no significant explanatory variables in teachers' job
satisfaction with working conditions (p>.05). According to Beta weight, inspirational
motivation had more impact on teacher job satisfaction with colleagues (Beta=.216).
The number of years of teaching experience had more impact on the model (F1.714,

p=.089), and a positive relationship (Beta=.221) with teacher job satisfaction with
responsibility, such that teachers who had taught the longest were the most satisfied with
their responsibilities. Moreover, educational level had less impact on the model
(F-.63 1,p=.529), and a negative relationship (Beta=-.082) with teacher job satisfaction

with responsibility, such that the higher score of educational level the lower teachers' job
satisfaction with responsibility. Therefore, the teachers' teaching experience had an
impact on teachers' job satisfaction with responsibility. Table 23 summarizes the
regression analysis of demographic and work profile perceived of supervisors'
transformational and transactional leadership variables explaining teachers' job
satisfaction with responsibility.

Table 23
Summarized Regression Analysis of Demographic and Work Profle perceived of
Supervisors' Transformational and Transactional Leadership Variables
Explaining the Teacher Job Satisfaction with Responsibility
t
Sig.
Variable
B
SE
Beta
Transformational
Idealized Attributes
.026 .I15
.036
.223 .824
Idealized Behaviors
-.011 .I10 -.012
-.098 .922
Inspirational Motivation
.323 .I18 .372
2.747 ,007
Intellectual Stimulation
-.069 .I25 -.097 -.555 .580
Individualized Consideration .051 ,109 .083
.465 .643
Transactional
Contingent Reward
-.I24 .I45 -.I52
-.855 .394
Active Management by
-.040 .076 -.058
-.530 .597
Exception
Passive Management by
-.062 .096 -.092 -.641 .523
Exception
Demographic and Work Profile
Gender
.lo3 .lo5 .093
.981 .329
.017 ,068 .030
.244 .808
Age
Educational Level
-.076 .I21 -.082
-.631 .529
Years of Teaching Experience .017 .010 .221
1.714 .089
Salary
-.018 .067 -.037 -.276 .783
N=127
R Square=.132
Adjusted R
Square=.O32
In addition, the result refer to Table 13 of Hz,, the inspirational motivation was a
significant variable to explain teachers' job satisfaction with responsibility. Thus, H3=
was partially supported: Taiwan higher education teachers' demographic and work
profile perceptions of supervisors' transformational leadership with inspirational
motivation were a significant explanatory variable of perceived job satisfaction with
responsibility. The teachers' teaching experience of perception supervisor
transformational and transactional leadership affected their job satisfaction with
responsibility.

H3f:

Taiwan higher education teachers' demographic and work profile
characteristics (gender, age, education level, years of teaching experience,
salary) perceptions of supervisors' transformational leadership style
(Idealized Attributes, Idealized Behaviors, Inspirational Motivation,
Intellectual Stimulation, and Individualized Consideration) and
perceptions of supervisors' transactional leadership style (Contingent
Reward, Active Management by Exception, Passive Management
by-Exception), are significant explanatory variables of perceived job
satisfaction with work itself

The multiple regression analysis was used for teachers' demographic and work
profile characteristics perceptions of supervisors' transformational and transactional
leadership variables explaining teachers' job satisfaction with work itself. The F value
(4.464) for the regression model analyzing demographic and work profile characteristics
perceptions of supervisors' transformational and transactional leadership variables
explaining teachers' job satisfaction with work itself was significant (p=.000). The
adjusted R square indicated teachers' demographic and work profile perception of
supervisors' transformational and transactional leadership accounted for 26.3% of the
variance in teacher job satisfaction with work itself.
The t-statistic indicated there were no significant explanatory variables in teacher
job satisfaction with working conditions (p>.05). According to Beta weight,
individualized consideration had more impact on teacher job satisfaction with colleagues
(Beta=.216). In terms of teachers' demographic and work profile characteristics, salary
had more impact on the model (t=1.720,~=.088),and a positive relationship (Beta=.198)
with teacher job satisfaction with work itself, such that the higher score of salary had
higher teachers' job satisfaction with work itself.
Moreover, educational level had less impact on the model (F-1 .429, p=. 156), and
a negative relationship (Beta=-.162) with teacher job satisfaction with work itself, such

that the higher score of educational level the lower teachers' job satisfaction with work
itself. Therefore, the teachers' salary had an impact on teacher job satisfaction with
work itself. Table 24 summarizes the regression analysis of demographic and work
profile perceived of supervisors' transformational and transactional leadership variables
explaining teachers' job satisfaction with work itself.
Table 24
Summarized Regression Analysis of Demographic and Work Projle perceived of
Supervisors' Transformational and Transactional Leadership Variables
Explaining the Teacher Job Satisfaction with Work Itself
Variable
B
SE
Beta
t
Sig.
Transformational

Idealized Attributes
Idealized Behaviors
Inspirational Motivation
Intellectual Stimulation
Individualized Consideration

.015
.I18
.I46
-.I88
.139

.I25
.I20
.I28
.I36
.I19

.017
.lo9
.I34
-.211
.181

.I23
.979
1.136
-1.382
1.167

.902
.330
.259
.I70
.246

.lo1

.158

.099

.638

.525

.059

.lo5

.070

.563

.575

.025
.076
-.I88
-.011
.I25

.I15
.074
.I32
.011
.073

.018
.lo9
-.I62
-.I11
.I98

.219
1.018
-1.429
-.989
1.720

327
.311
.I56
.325
.088

Transactional

Contingent Reward
~ c t i v Management
e
by
Exception
Passive Management by
Exception
Demographic and Work Profile

Gender
Age
Educational Level
Years of Teaching Experience
Salary

Adjusted R
Square=.263
In addition, the results in Table 14 of H2f, idealized behaviors, contingent reward
and active management by exception show three significant variables in teachers' job
satisfaction with work itself. Thus, H3fwas partially supported: Taiwan higher
education teachers' perceptions of supervisors' transformational leadership with idealized

behaviors, contingent reward and active management by exception were significant
explanatory variables of perceived job satisfaction with work itself. The teachers'
salary of perception supervisor transformational and transactional leadership influenced
their job satisfaction with work itself.

H3g: Taiwan higher education teachers' demographic and work profile
characteristics (gender, age, education level, years of teaching experience,
salary) perceptions of supervisors' transformational leadership style
(Idealized Attributes, Idealized Behaviors, Inspirational Motivation,
Intellectual Stimulation, and Individualized Consideration) and
perceptions of supervisors' transactional leadership style (Contingent
Reward, Active Management by Exception, Passive Management
by-Exception), are significant explanatory variables of perceived job
satisfaction with advancement.
The multiple regression analysis was used to explain teachers' job satisfaction
with advancement. The Fvalue (1.291) for the regression model linking teachers' job
satisfaction with advancement was not significant (p.05). The adjusted R square
indicated teachers' demographic and work profile perception of supervisors'
transformational and transactional leadership accounted for 2.9% of the variance in
teacher job satisfaction with advancement.
The t-statistic indicated there were no significant explanatory variables in
teachers' job satisfaction with advancement (p>.05). According to Beta weight,
idealized attributes had more impact on teacher job satisfaction with advancement
(Beta=.140). In terms of teachers' demographic and work profile characteristics, age
had more impact on the model (t=.828, p=.41 O), and a positive relationship (Beta=. 102)
with teacher job satisfaction with advancement, such that the higher score of age had
higher teachers' job satisfaction with advancement. Moreover, educational level had
less impact on the model (t--.777,p=.439), and a negative relationship (Beta=-.lOl) with

teacher job satisfaction with advancement, so the higher score of age the lower teachers'
job satisfaction with advancement. Therefore, the teachers' age had an impact on their
job satisfaction with advancement. Table 25 presents a summarized regression analysis
of demographic and work profile perceived of supervisors' transformational and
transactional leadership variables explaining teachers' job satisfaction with advancement.
Table 25
Summarized Regression Analysis of Demographic and Work Projle perceived of
Supervisors' Transformational and Transactional Leadership Variables
Explaining the Teacher Job Satisfaction with Advancement
Variable
B
SE
Beta
t
Sia.
Transformational

Idealized Attributes
Idealized Behaviors
Inspirational Motivation
Intellectual Stimulation
Individualized Consideration

.I41
.lo2
.270
-.I23
.I07

.I63
.156
.I66
.I76
.I55

.I40
.083
.220
-.I22
.I23

.015

.205

.013

-.032 .lo7

-.033

-.220 .I36

-.231

.I21 .I49
.080 .096
-.I33 .I71
.003 .014
.064 .095
R Square=.129
Adjusted R
Square=.029

.077
.lo2
-.lo1
.027
.089

Transactional

Contingent Reward
Active Management by
Exception
Passive Management by
Exception
Demographic and Work Profile

Gender
Age
Educational Level
Years of Teaching Experience
Salary
N=127

Table 15 of H2gshows that inspirational motivation was a significant variable in
teachers' job satisfaction with advancement. Thus, Hjg was partially supported: Taiwan
higher education teachers' demographic and work profile perceptions of supervisors'
transformational leadership with inspirational motivation was a significant explanatory

variable of perceived job satisfaction with advancement. The teachers7 age influenced
their job satisfaction with advancement.

H3h: Taiwan higher education teachers7 demographic and work profile
characteristics (gender, age, education level, years of teaching experience,
salary) perceptions of supervisors' transformational leadership style
(Idealized Attributes, Idealized Behaviors, Inspirational Motivation,
Intellectual Stimulation, and Individualized Consideration) and
perceptions of supervisors' transactional leadership style (Contingent
Reward, Active Management by Exception, Passive Management
by-Exception), are significant explanatory variables of perceived job
satisfaction with security.
Multiple regression analysis was used for teachers' perceptions of supervisors'
transformational and transactional leadership variables explaining teachers' job
satisfaction with security. The F value (2.158) for the regression model analyzing
demographic and work profile characteristics perceptions of supervisors'
transformational and transactional leadership variables explaining teachers' job
satisfaction with security was significant (p<.05). The adjusted R square indicated
teachers' demographic and work profile perception of supervisors' transformational and
transactional leadership accounted for 10.7% of the variance in their job satisfaction with
security.
The t-statistic indicated that idealized attributes was a significant explanatory
variable in teacher job satisfaction with security (p<.05). The number of years of
and a positive
teaching experience had more impact on the model (~=2.275,~=.025),
relationship (Beta=.282) with teacher job satisfaction with security, such that the higher
score of teaching experience had higher teachers' job satisfaction with security.
Moreover, age had less impact on the model (F-.962,p-.338), and a negative
relationship (Beta=-.l14) with teacher job satisfacrion ~ i t security,
h
such that the higher

score of years of age the lower teachers' job satisfaction with security.

Therefore, the

teachers' teaching experience had an impact on teacher job satisfaction with security.
Table 26 presents a summarized regression analysis of demographiclwork profile
perceived of supervisors' transformational and transactional leadership variables
explaining teachers' job satisfaction with security.
Table 26
Summarized Regression Analysis of Demographic and Work Projle perceived of
Supervisors' Transformational and TransactionalLeadership Variables
Explaining the Teacher Job Satisfaction with Security
Variable
B
SE
Beta
t
Sig.
Transformational

Idealized Attributes
Idealized Behaviors
Inspirational Motivation
Intellectual Stimulation
Individualized Consideration

.328
-.027
.040
-.256
.I08

.I45
.I39
.148
.I57
.138

.349
-.024
.035
-.273
.I34

.I27

.I82

.I19

-.084 .095

-.093

-.I12 .I21

-.I27

Transactional

Contingent Reward
Active Management by
Exception
Passive Management by
Exception
Demographic and Work Profile

Gender
,197 .I33
.136
-.083 .086 -.I14
Age
Educational Level
-.012 .I53 -.010
Years of Teaching Experience .029 .013 .282
Salary
.088 .084 .I32
N=127
R Square=. 199
Adjusted R
Square=.107
In addition, the result refers to Table 16 of HZh,the idealized attributes and active
management by exception were two significant variables explaining teachers' satisfaction
with security. Thus, H3, was p~rtiallysupported witk Taiwan higher education teachers'
demographic and work profile perceptions of supervisors' transformational leadership

with idealized attributes and active management by exception being significant
explanatory variables of perceived job satisfaction with security. The teachers' teaching
experience of perception supervisor transformational and transactional leadership had an
impact on teacher job satisfaction with security.

H i

Taiwan higher education teachers' demographic and work profile
characteristics (gender, age, education level, years of teaching experience,
salary) perceptions of supervisors' transformational leadership style
(Idealized Attributes, Idealized Behaviors, Inspirational Motivation,
Intellectual Stimulation, and Individualized Consideration) and
perceptions of supervisors' transactional leadership style (Contingent
Reward, Active Management by Exception, Passive Management
by-Exception), are significant explanatory variables of perceived job
satisfaction with recognition.

The multiple regression analysis was used for teachers' perceptions of
supervisors' transformational and transactional leadership variables in explaining
teachers' job satisfaction with recognition. The F value (2.1 52) for the regression
model analyzing demographic and work profile characteristics perceptions of
supervisors' transformational and transactional leadership variables explaining teachers'
job satisfaction with recognition was significant (p<.05). The adjusted R square
indicated teachers' demographic and work profile perception of supervisors'
transformational and transactional leadership accounted for 10.6% of the variance in
teacher job satisfaction with recognition.
The t-statistic indicated that intellectual stimulation and active management by
exception were significant explanatory variables in teacher job satisfaction with
recognition (p<.05). Items of teachers' demographic and work profile characteristics,
years of teaching experience had more impact on the model (t=1.580, p=. 117), and a
positive relationship (Beta=.196) with teacher job ::nt!sfkction with years of teaching

experience, such that the higher score of teaching experience had higher teachers' job
satisfaction with recognition. Moreover, salary had less impact on the model (+-I .002,
p=.3 19), and a negative relationship (Beta=-. 127) with teacher job satisfaction with
recognition, such that the higher score of salary the lower teachers' job satisfaction with
recognition. Therefore, the teachers' teaching experience had an impact on teacher job
satisfaction with recognition. Table 27 presents a summarized regression analysis of
demographic and work profile perceived of supervisors' transformational and
transactional leadership variables explaining teachers' job satisfaction with recognition.
Table 27
Summarized Regression Analysis of Demographic and Work Pro3le Perceived of
Supervisors' Transformational and Transactional Leadership Variables
Explaining the Teacher Job Satisfaction with Recognition
Variable
B
SE
Beta
t
Sig.
Transformational

Idealized Attributes
Idealized Behaviors
Inspirational Motivation
InteIlectuaI Stimulation
Individualized Consideration

.291
.275

.I79
-.509
.043

Transactional

Contingent Reward
Active Management by
Exception
Passive Management by
Exception

-.I70
-.375
-.042

Demographic and Work Profile

Gender
Age
Educational Level
Years of Teaching Experience
Salaw

.096
.062
-.I91
.029
-.I25
Adjusted R
Squar~=.
106

In addition, Table 17 of Hzi,shows that the active management by exception was
a significant explanatory variable of perceived job satisfaction with recognition. Thus,
was partially supported. The teachers' teaching experience of perception supervisor
transformational and transactional leadership had an impact on teacher job satisfaction
with recognition.

H3j:

Taiwan higher education teachers' demographic and work profile
characteristics (gender, age, education level, years of teaching experience,
salary) perceptions of supervisors' transformational leadership style
(Idealized Attributes, Idealized Behaviors, Inspirational Motivation,
Intellectual Stimulation, and Individualized Consideration) and
perceptions of supervisors' transactional leadership style (Contingent
Reward, Active Management by Exception, Passive Management
by-Exception), are significant explanatory variables of perceived job
satisfaction

The multiple regression analysis was used for teachers' demographic and work
profile characteristics perceptions of supervisors' transformational and transactional
leadership variables explaining teachers' job satisfaction. The F value (2.152) for the
regression model analyzing demographic and work profile characteristics perceptions of
supervisors' transformational and transactional leadership variables explaining teachers'
job satisfaction was significant (p<.05). The adjusted R square indicated teachers'
demographic and work profile perception of supervisors' transformational and
transactional leadership accounted for 10.6% of the variance in teacher job satisfaction.
The t-statistic indicated that intellectual stimulation and active management by
exception were significant explanatory variables in teacher job satisfaction (p<.05).
Items of teachers' demographic and work profile characteristics, years of teaching
experience had more impact on the model (1=1.580.p=.117), and a positive relationship
(Beta=.196) with teacher job satisfaction with yearq of teaching experience, such that the

higher score of teaching experience had higher teachers' job satisfaction. hforeover,
salary had less impact on the model (F-1 .002, p=.3 19), and a negative relationship
(Beta=-.127) with teacher job satisfaction, such that the higher score of salary the lower
teachers' job satisfaction. Therefore, the teachers' teaching experience had an impact
on teacher job satisfaction. Table 28 presents a summarized regression analysis of
demographic and work profile perceived of supervisors' transformational and
transactional leadership variables explaining teachers' job satisfaction.
Table 28
Summarized Regression Analysis of Demographic and Work Projle perceived of
Supervisors' Transformational and Transactional Leadership Variables
Explaining the Teacher Job Satisfaction
Variable
B
SE
Beta
t
Sig.
Transformational

Idealized Attributes
Idealized Behaviors
Inspirational Motivation
Intellectual Stimulation
Individualized Consideration

.215
.206
.220
.233
,205

.209
.I63
.lo6
-.368
.036

1.355
1.330
.814
-2.187
,208

.I78
.I86
.417
.031
335

-.I70 .270

-.lo7

-.629

.531

-.375 .I41

-.279

-2.652 .009

-.042 .I80

-.032

-.234

.815

.488
,490
-.846
1.580
-1.002

.626
.625
.400
.I17
.319

.291
.275
.I79
-.509
,043

Transactional

Contingent Reward
Active Management by
Exception
Passive Management by
Exception
Demographic and Work Profile

Gender
Age
Educational Level
Years of Teaching Experience
Salary
N=127

.096 .I97 .045
.062 .I27 .058
-.I91 .226 -.lo6
.029 .019 .I96
-.I25 .I25 -.I27
R Square=.198
Adjusted R
Square=.106

Table 18 of Hz,,
shows that idealized attributes and inspirational motivation were
two significant variables in teachers' job satisfaction. Thus, H3jwas partially supported.

The teachers' teaching experience of perception supervisor transformational and
transactional leadership had an impact on teacher job satisfaction.
The findings in Hypothesis 3: Taiwan higher education teachers' demographic
and work profile characteristics, perceptions of supervisors' transformational leadership
styles and transactional leadership styles are significant explanatory variables of
perceived job satisfaction of Taiwan higher education teachers. Table 19-28 shows the
teachers perceived supervisors' transformational and transactional leadership were
significant explanatory variables in teacher job satisfaction. Additionally, the teachers'
teaching experience had the largest impact on teacher job satisfaction.

Summary
This non-experimental, quantitative, explanatory correlation and explanatory
comparative survey research design examined the relationship among supervisors'
leadership styles, teachers' demographic and work profile, and teachers' job satisfaction
in Taiwan higher education. This study examined supervisors' leadership styles,
teachers' demographic and work profile, and teachers' job satisfaction by using
independent t-test and multiple regressions. This research explored the relationship
between supervisors' transformational and transactional leadership styles and teachers'
job satisfaction among 500 randomly selected higher education teachers in Taiwan.
One hundred and fifty-seven survey instruments of the 500 were returned, yielding a
return rate of 3 1%. One hundred and twenty-seven survey instruments were valid.
The purpose of the research was to explore the relationship between supervisors'
leadership styles and teachers' job satisfaction in Taiwan's colleges and universities.

The research question examined the demographic and work profile characteristics
(gender, age, education level, years of teaching experience, salary), perceptions of
supervisors' transformational leadership style (idealized attributes, idealized behaviors,
inspirational motivation, intellectual stimulation, and individualized consideration),
perceptions of supervisors' transactional leadership style (contingent reward, active
management by exception, passive management by-exception), and job satisfaction
(supervision, colleagues, working condition, pay, responsibility, work itself, advancement,
security, and recognition) of Taiwan higher education teachers.
Hypothesis 1 tested whether or not Taiwan higher education teachers who are
more satisfied with their jobs perceive their supervisors to have significantly greater
transformational leadership styles (idealized attributes, idealized behaviors, inspirational
motivation, intellectual stimulation, and individualized consideration) and significantly
lower transactional leadership styles (contingent reward, active management by exception,
passive management by-exception) than teachers who are less satisfied with their jobs.
Hypothesis 2 tested whether or not Taiwan higher education teachers' perceptions
of supervisors' transformational leadership styles and transactional leadership styles are
significant explanatory variables of perceived job satisfaction of Taiwan higher education
teachers.
Hypothesis 3 tested whether or not Taiwan higher education teachers'
demographic and work profile characteristics, perceptions of supervisors'
transformational leadership styles and transactional leadership styles are significant
explanatory variables of perceived job satisfaction of Taiwan higher education teachers.

Findings indicated that Hypothesis 1 was only partially supported: Taiwan
higher education teachers who are more satisfied with their jobs perceived their
supervisors to have significantly greater transformational leadership styles (idealized
attributes, idealized behaviors, inspirational motivation, intellectual stimulation, and
individualized consideration) than teachers who are less satisfied with their jobs. Not
supported in Hypothesis 1 was: Taiwan higher education teachers who are more
satisfied with their jobs perceive their supervisors to have significantly lower
transactional leadership styles (contingent reward, active management by exception,
passive management by-exception) than teachers who are less satisfied with their jobs.
Findings in Hypothesis 2 and subhypotheses indicated that teachers perceived
supervisors' transformational and transactional leadership with idealized attributes and
inspirational motivation were most frequent and most significant explanatory variables to
teacher job satisfaction (see Appendix N). The teachers perceived supervisors
transformational and transactional leadership with idealized attributes, intellectual
stimulation and active management by exception were significant explanatory variables
to teacher job satisfaction in the findings of Hypothesis 3 and subhypotheses.
Additionally, the teachers' teaching experience had the greatest effect on job satisfaction
in teachers' demographic and work profile (see Appendix N).
Chapter IV presents descriptive characteristics of ?he final results and hypotheses
testing. Chapter V reports the results and interpretations, limitations, practical
implications and recommendations.

CHAPTER V
DISCUSSION
This study explores the relationship between supervisors' transformational and
transactional leadership styles and teachers' job satisfaction in 500 randomly selected
Taiwan higher education teachers. The researcher used a demographic and work profile
about gender, age, teaching experience, education level and salary to determine the
difference in leadership styles and teachers' job satisfaction. The survey instruments
were mailed to 500 Taiwan higher education teachers. One hundred and fifty-seven
survey instruments were returned, yielding a return rate was 31%. Of these, 127
surveys were valid.
Data were collected through the Chinese version of the personal characteristics
information, the transformational leadership and transactional leadership of the MLQ-5x
short-form and the Teacher Job Satisfaction Questionnaire (see Appendices E, F and G).
This study used quantitative, descriptive and inferential statistical analysis. The data
were analyzed using the statistical software program SPSS12.0. The methods of data
analysis were descriptive statistics, exploratory factor analysis, independent t-test and
multiple regression analysis.
Analysis of the research results found a significant relationship between teachers'
perceived transformational leadership and their job satisfaction. In other words, Taiwan
higher education teachers who are more satisfied with their jobs perceive their
supervisors to have significantly greater transformational leadership styles (idealized
attributes, idealized behaviors, inspirational motivation, intellectual stimulation, and
individualized consideration) than teachers who are less satisfied with their jobs.

In

addition, there were no significant explanatory variables in teacher job satisfaction based
on gender, age, years of teaching experience, education level and salary. Moreover, the
results show the teachers' teaching experience had the greatest impact on teacher job
satisfaction in teachers' demographic and work profile (see Appendix N).
Interpretations

The analysis of data reveals that Taiwan higher educational teachers are most
satisfied with their jobs when they perceive their supervisors as transformational leaders.
In addition, that teachers' job satisfaction has more impact on their teaching experience,
but less impact on their gender, age, educational level and salary.

Transactional and Transformational Leadership and Teacher Job Satisfaction
Table 9 shows that Taiwan higher education teachers who are more satisfied with
their jobs perceived their supervisors to have significantly greater transformational
leadership styles (idealized attributes, idealized behaviors, inspirational motivation,
intellectual stimulation, and individualized consideration) than teachers who are less
satisfied with their jobs.

In addition, teachers who perceived transformational

leadership from their supervisor were more satisfied with their job than were teachers
who perceived transactional leadership. Thus, teachers who perceived that their
supervisors were transformational leaders had a higher level of job satisfaction.
This study did confirm previous research that employees with transformational
leaders were more satisfied with their jobs.

Lee (2005) found that transformational

leadership had significant and positive effects on job satisfaction. Teachers were
satisfied when they perceived that their leaders provided transformational leadership.
However, other research found that teachers' job satisfaction depends on the type of

environment and leadership (Collmer, 1989; Lin, 2003; Liu, 2005; Medley &: Larochelle,
1995; Patricia, 2002; Wilcox, 1993; Wu, 2003). The difference may be explained in
terms of situations, environments and populations.

Teachers' Demographic and Work Profile and Job Satisfaction
This study did not find a significant explanatory variable of teachers' gender to
their job satisfaction. In previous studies, teachers' gender influenced their job
satisfaction (Ding, 1993; Evans, Ramsey, Johnson, Renwick, & Vienneau, 1986; Green,
1993; Lennon, 1992; Perkin, 1991; Poole, 1992; Wu, 2003). However, Liu (2005)
concluded that teachers' gender is not related to their job satisfaction. The results in this
study indicated that gender had less impact on teachers' job satisfaction even though
teachers are in different situations, environments and populations.
In Taiwanese society, job recruiters traditionally offer more money or
opportunities to males than to females. Males are assumed to be primarily responsible
for the financial support of their families. Thus, men have more flexible working
schedules and, more opportunities for professional growth. However, Taiwanese
society is gradually changing; males and females are treated more equally than they were
in the past. In addition, females also make an economic contribution to their families.
Age was not a significant explanatory variable in job satisfaction. This study did
not support previous research which indicated that job satisfaction increased with age.
Other researchers have concluded that teachers' age did affect their satisfaction with their
teaching position (Chen, 2005; Liu, 2005; Quinn, Staines & McCollough, 1974; Weaver,
1980;). In Taiwan, recruiting new teachers with graduate degrees is essential to
maintaining a competitive edge. During an economic recession, the Taiwanese people

become more interested in education. One result of this situation is that more people
with doctorates are being recruited by Taiwan's colleges and universities.

This may be

one reason why a teacher's age had less impact on his or her job satisfaction.
In this study, teachers teaching experience was not a significant explanatory
variable in job satisfaction, but it did have a more frequent impact on job satisfaction (see
Appendix N). The study did confirm previous research that teaching experience was
related to job satisfaction (Green, 1993; Liang, 2002; Lo, 2003; McKee, 1991; Woodruff,
1993). As teachers gain experience, they may enjoy their jobs more. Amount of
teaching experience is therefore related to teachers' job satisfaction.
This study refutes previous research on teachers' educational level and job
satisfaction. Previous research found that teachers' educational level had a strong
relationship to job satisfaction (Saad & Isralowitz, 1992; Wei, 2003; Woodruff, 1993; Yu,
2002). Teachers with more education had greater job satisfaction. This study found
that educational level was not a significant variable in teacher job satisfaction, but
teachers' educational level had less impact on job satisfaction (see Appendix N). A
master's degree is a basic requirement for Taiwan's young job-seekers.

A higher

education also gives employees a strong advantage, but it has less impact on job
satisfaction in Taiwan higher education.
In this study, salary was not a significant explanatory variable in job satisfaction.
This study also refuted previous research on teachers' salary and job satisfaction.
Scholars have found that teachers' salary affected their job satisfaction (Lin, 1983; Miller,
2003; Liu, 2005; Woodruff, 1993), but this study found that salary had less impact on
teacher job satisfaction (see Appendix N), However, college and university teachers in

Taiwan are not only responsible for classroom teaching, but also for some administrative
tasks. This research discovered that the salary of most teachers was over NT$65,001
per month (US$1994), the salary was basic requirement for Taiwan higher education
instructors. Hence, this proves that salary was not a significant factor in job satisfaction
among teachers.
The survey sample of this study was consistent with Liu's study A Study of
Universig Physical Education Department Director Leadership Behavior and Physical
Education Teacher Job Satisfaction in Northern Taiwan which reported in 2005. The
highest percentage for the demographic and work profile in this study was partially
consistent to Liu's study in 2005. As shown in Table 29, the survey sample in this study
overrepresented educational level and gender. This was to explain that the sample used
for this study was a good representative sample of the target population of Taiwan higher
education, which establishing external validity. However, the large overrepresentation
of educational level posed a threat to external validity.

Table 29
Comparison of Demographic and Work Profile to Liu Reported Teachers' Demographic
Information in 2005
Demographic and National Survey
Work Profile
(N=127)

Liu's Reported
(N=309)

Difference in Representation by
the Survey Sample

Gender

58% Male

74% Male

-16%

Age

15% 56 and over

8% 56 and over

+7%

Years of
Teaching
Experience

43% 5 and under

21% 5 and under

+22%

Educational
Level

54% Doctorate

6% Doctorate

+48%

Salary
Note. actual percentage not reported: percentage based on frequency reported divided by
average number of responses reported by Liu 2005

Limitations

1. The return rate of 157 responses was too small compared to the target population of
49,601.
2. The mailing survey was not a "one-time survey" and there was no time limit. Thus,
the respondent could consider how to answer the questions and make a revision that
might be biased.
3. The estimated time for completing this survey was 30 minutes and there were many
questions. The participants Iiiay have bezrl jmpatient and not have answered the
questions carefully and accurately.

4. All responses were reported as a group. The respondents cannot be generalized to
other categories, such as higher education teachers in English departments.

5. The final data- producing sample is self-selected and might have potential bias.
Practical Implications
1. Supervisors who provide transformational leadership could improve teachers' job

satisfaction through five dimensions: idealized influence (attributed), idealized
influence (behaviors), inspirational motivation, intellectual stimulation,
individualized consideration. As the result of the findings in this study, some items
of transactional leadership were removed. Those items may be required for
transactional leadership.

2. This study found no significant difference in teachers' teaching experience and job
satisfaction.

One reason may be that as teachers gain experience, they take more

satisfaction in their job.

Thus, Taiwan institutions of higher education schools could

give teachers more freedom create new materials and use their skills and abilities,
thereby increasing their job satisfaction.
3. The study revealed no significant differences in teachers' educational level and their
satisfaction.

In today's changing economic situation, more people than ever have a

college or university degree. Thus, Taiwan's colleges and universities that are
recruiting new teachers should focus not only on the educational level of teachers but
also on their teaching experiences.

4. The result of this research found no significant differences in teachers' salary and
teacher satisfaction. Teachers also have administrative responsibilities. Thus,

schools should consider providing bonus or extra compensation for those teachers
who perform administrative tasks in order to get more teachers' satisfaction.

Recommendations
1. This study was limited to the relationship between supervisors' transformational and
transactional leadership styles, and teachers' job satisfaction in higher education
institutions in Taiwan. In future studies, laissez-faire leadership should be added to
the research questions and hypotheses.

2. The return rate of 157 responses was too small for the target population of 49,601
teachers. The future sample size should be 4960 (or 10 %) in order to obtain
accurate data on supervisors' leadership and teachers' job satisfaction.
3. Future studies should use other sampling methods such as an online survey to collect
data. An online survey is an easier way of sampling a large population.
4. Future studies should examine the relationship between supervisors' leadership styles
and personality traits, and between teachers' personal characteristics and job
satisfaction.

Conclusions
This study explores the relationship among supervisors' transformational and
transactional leadership styles and teachers job satisfaction among 500 randomly selected
higher education teachers in Taiwan. The results may assist higher education schools in
modifying their leadership styles to improve their relationships with colleagues and
teachers. Greater teacher job satisfaction will improve teaching quality and student
performance.

This study found that teachers who perceived transformational leadership had
significantly higher job satisfaction and that teachers who perceive transactional
leadership were less satisfied with their jobs.

In addition, supervisors could improve

teachers' job satisfaction by giving teachers more freedom in the classroom. Moreover,
the amount of teaching experience had impact on their job satisfaction.
The hypotheses were:
Hypothesis 1: Taiwan higher education teachers who are more satisfied with their
jobs perceive their supervisors to have significantly greater transformational leadership
styles (Idealized Attributes, Idealized Behaviors, Inspirational Motivation, Intellectual
Stimulation, and Individualized Consideration) and significantly lower transactional
leadership styles (Contingent Reward, Active Management by Exception, Passive
Management by-Exception) than teachers who are less satisfied with their jobs.
Table 8 showed a significant difference between supervisors' transformational
leadership and teacher job satisfaction. Thus, Hypothesis 1 was only partially
supported: Taiwan higher education teachers who are more satisfied with their jobs
perceive their supervisors to have significantly greater transformational leadership styles
(Idealized Attributes, Idealized Behaviors, Inspirational Motivation, Intellectual
Stimulation, and Individualized Consideration) than teachers who were less satisfied with
their jobs.

Hypothesis 2: Taiwan higher education teachers' perceptions of supervisors'
transformational leadership styles and transactional leadership styles are significant
explanatory variables of perceived job satisfacticn ofTi3ivvan higher education teachers.

Table 9-1 8 showed teachers' perceived supervisors' transformational and transactional
leadership with idealized attributes and inspirational motivation were most frequent and
most significant explanatory variables in teacher job satisfaction (see Appendix N).
Hypothesis 3: Taiwan higher education teachers' demographic and work profile
characteristics, perceptions of supervisors' transformational leadership styles and
transactional leadership styles are significant explanatory variables of perceived job
satisfaction of Taiwan higher education teachers. Table 19-28 showed the teachers
perceived supervisors' transformational and transactional leadership were significant
explanatory variables in teacher job satisfaction. Additionally, the teachers' teaching
experience was most frequent impact on teacher job satisfaction (see Appendix N).
Chapter V analyzes the findings and interprets the statistical results.
implications for theory and practice are suggested. The limitations and
recommendations for future research are included.

In addition,
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Appendix A
Socio-Demographic Profile (English Version)

Please circle and write down the answer.
Please tell us about yourself:
Gender
Age

o Male

Female

30 and under
31-40
41-50
51-60

6 1 and over
Years of Teaching Experience
Educational Level

salary

years
Doctorate

Master

o NT$55,000 and under

NT$55,001-65,000
CI NT$65,001-75,000

o NT$75,001 and over

Others

Appendix B
Multifactor Leadership Questionnaire (English Version)

This questionnaire is used to describe the leadership style of the above-mention individual as you
perceive it. Answer all items on this answer sheet. If an item is irrelevant, or if you are unsure or
do not know the answer. leave the answer blank. Please answer this questionnaire anonymously.
Not at all
1

Once in a
While
2

Sometimes

Fairly often

3

4

Frequently
if not always
5

The Person I Am Rating
1.
2.
3.
4.

provides me with assistance in exchange for my efforts...................................................1
Reexamines critical assumptionsto questionswhether they are appropriate.......................1
Fails to interface until problems become serious............................................................. 1
Focuses attention on irregularities. mistakes. exceptions. and deviations h m
stan&
............................................................................................................................ 1
Avoids getting involved when important issues arise......................................................... 1
Talks about their most important values and beliefs ....................................................... 1
ISabsent when needed ........................................................................................................1
Seeks differing perspectives when solving problems .....................................................1

5.
6.
7.
8.
9. Talks optimistically about the future................................................................................ 1
10.Instills pride in me for being associated with himher .....................................................1
11.Discussesin specific terms who is responsible for achieving performance
targets.................................................................................................................................. 1
12.Waits for thingsto go wrong before taking action ................................................................1
13.Talks enthusiastically about what needs to be accomplished.........................................1
1
14.Specifiesthe importance of having a strong sense of purpose .................................................
15.Spendstime teaching and coaching .............................................................................................1
16.Makes clear what one can expxt to receive when performance goals are achieved ...........1

17.Showsthathdshe is a h believer in "If it ain't broke, don't f
kit." .....................................1
1
18.Goes beyond self-interestfor the good of the group ..................................................................
19.Treats me as an individualrather thanjust as a member of a group........................................1
20.Demonstrates thatproblems must become chronic before taking action ...............................1
21.Acts in ways that builds my respect .............................................................................................
1
22.Concentrates hidher full attention on dealing with mistakes. complaints, and failures........1
23.Considas the moral and ethical consequences of decisions.....................................................
1

Not at all

1

Once in a
While
2

Sometimes

Fairly often

3

4

Frequently
if not always
5

24.Keeps track of allmistakes ............................................................................................................
1
25.Displays a sense of power and conlidence .............................................................................. 1
26.Articulates a compelling vision of the fiaure ..............................................................................1
27.k t s my attentiontoward failures to meet standards.............................................................1
28.Avoid malang decisions................................................................................................................. 1
29.Considas me as having different needs, abilities, and aspkitionsh m others .....................1
30.Gets me to look at problems h m many different angles .........................................................1
3 1.Helps me to develop my strengths................................................................................................1
32.Suggests new ways of looking at how to complete assignments.............................................1
33.Delaysrespnding to urgent questions ........................................................................................1
34.Emphasiis the importance of having a collective sense of mission ......................................1
35.Expresses satisfacton when I meet expectations .......................................................................1
1
36.Expmses confidence that goals will be achieved ......................................................................

37.Is effective in meeting myjobrelated needs ...............................................................................1
38.Uses methods of leadershipthat are s a t i s k g ...........................................................................
1
39.Gets me to do more than I expected to do ...................................................................................
1

1
40. Is effective in representing me to higher authority ...................................................................
4 1.Works with me in a satisfactoryway ...........................................................................................
1
42.Heightensmy desk to succeed ....................................................................................................
1
43. Is effective in meeting organizationalrequkments ................................................................
1

44.In-

my willingness to try harder ...........................................................................................
1

45.Leads a group thatis effective .......................................................................................................
1
Note: The Multifactor Leadership Questionnaire is from "MLQ Multifactor Leadership

Questionnaire for research: Permission set" by Bass and Avolio (1995). Adopted with
permission of the author.

Appendix C
Teacher Job Satisfaction Questionnaire (English Version)

Please circle the answer that most accurately describes your observations on the leadership
behavior of the director with respect to the question.
Are you satisfied with the following items related to your teaching job:
Strongly Disagree
1

Disagree
2

Neutral
3

Agree
4

Strongly Agree
5

1. Teaching provides me with an opportunity to advance professionally ................................1
2 .Teacher income is adequate for normal expenses ............................................................ 1

3.Teaching provides an opportunity to use a variety of skills .................................................1

4.Insufficient income keeps me h m living the way I want to live....................................... 1
5.My immediate supervisorturns one teacher against another ................................................1

6.No one tells me that I am a good teacher ................................................................................
1

7.The work of a teacher consists of routine activities................................................................
1
8.I am not getting ahead in my present teaching position.........................................................1
1
9.Working conditions in my school can be improved ..............................................................

10.I receive recognition h m my immediate supervisor..........................................................1
11. I do not have the fieedom to make my own decisions ........................................................
1

12.My immediate supervisor offers suggestions to improve my teaching .............................1
13. Teaching provides for a secure future ...............................................................................1

14. I receive full recognition for my successhl teaching...........................................................
1
15. I get along well with my colleagues ......................................................................................
1
16.The administmtion in my school does not clearly define its policies.................................1

17. My immediate supervisor gives me assistance when I need help ......................................1
18. Working conditions in my school are comfortable..............................................................
1
1
19. Teaching provides me the opportunity to help my students learn......................................

20. I like the people with whom I work .......................................................................................
1
1
21.Teaching provides limited opportunities for advancement.................................................

1
22.My students respect me as a teacher ......................................................................................
1
23. I am a h i d of losing my teaching job ....................................................................................

24.My immediate supervisor does not back me up ...................................................................
1

. .

1
25. Teachg 1svery interesting work ..........................................................................................

26. Working conditions in my school could not be worse...................................................... 1

.

.

27. Teachg &scourages originality.................................................................................... 1
28. The *tion

in my school communicates its policies well .....................................1

29. I never feel secure in my teachingjob .................................................................................1
30. Teaching does not provide me the chance to develop new methods ................................1
31. My immediate supervisor treatseveryone equitably ..........................................................1
32. My colleagues stimulate me to do better work ....................................................................
1
33. Teaching provide an opportunity for promotion .................................................................1
34. I am responsible for planning my daily lessons...................................................................1
35. Physical surroundingsin my school are unpleasant............................................................1
36. I am well paid in proportion to my abity ............................................................................1

37. My colleagues are highly critical of one another...........................................................1
38. I do have responsibiity for my teaching ............................................................................ 1
39. My colleagues provide me with suggestions or feedback about my teaching .................1
40. My immediate supervisorprovides assistance for improving instruction........................1
41. I do not get cooperation h m the people I work with.........................................................1
42. Teaching encouragesme to be creative................................................................................
1
43. My immediate supervisor is not willing to listen to suggestions .......................................1

44. Teacher income is barely enough to live on .......................................................................
1
45. I am inmerent toward teaching ...........................................................................................
1
46. The work of a teacher is very pleasant..................................................................................
1
47. I receive too many meaningless insttuctors fiom my immediate supervisor................... 1
48. I dislike the people with whom I work .................................................................................
1
49. I receive too little recognition ................................................................................................
1
50. Teaching provides a good opportunity for advancement ...................................................1
51. My interests are similar to those of my colleagues..............................................................1

1
52. I am not responsible for my actions......................................................................................
53. My immediate supervisor makes availablethe material I need to do my best................. 1
54. I have made lasting friendships among my colleagues.......................................................1
55. Working conditions in my school are good ......................................................................... 1
56. My immediate supervisor makes me feel uncomfortable ..................................................1
57. Teacher income is less than I deserve............................................................................. 1
58. I try to be aware of the policies of my school ..................................................................1
59. When I teach a good lesson, my immediate supervisornotices ........................................ 1
60. My immediate supervisor explainswhat is expected of me .............................................. 1
61. Teaching provides me with financial security ..................................................................... 1
62. My immediate supervisorpraises good teaching ................................................................1
63. I am not interested in the policies of my school...................................................................1

64. I get along well with my students..........................................................................................
1
65. Pay compares with similarjobs in other school districts....................................................1
66. My colleagues seem unreasonable to me ......................................................................... 1

Note: From "Teacher Job Satisfaction Questionnaire" by Paula E. Lester. 1984. Appendix A .
Adopted with permission of the author.

Appendix D
The Invitation Letter (English Version)

Dear Prospective Participant:

I am a doctoral student at Lynn University and engaged in doing a research
project as part of my degree requirements. I am interested in identifying or exploring
ways to help employees find a greater degree of teachers' satisfaction and to conceive
supervisor's leadership styles. By the way, I want to know which leadership style will
be adapted in your school, and what personal characteristics will cause the teachers' job
satisfaction.
My desire and purposed is to find out from you what will make your job more
enjoyable and more personally fdfilling. I am asking for your cooperation in helping
me to identify issues that are important to you. The survey should not take much of
your time and total confidentiality concerning your responses. You will not be
identified by name. I will be looking at categories and characteristics. Not at you as
individuals. The information you provide will be coded into a database for the purpose
of analyzing the results. The directions for completing the survey should be
self-explanatory.

I am excited about identifying ways of benefiting you in your job performance
by finding ways to make you a happier employee. Congratulations on the job you do
every day, and I commend you on your dedication to the corrections profession. Your
participation is extremely important to me and to the value of this study. Thank you for
your cooperation and participation.
Sincerely,
Chi-Ling Sung

Appendix E

Anj%g@@
(Chinese Version)

Appendix F
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Appendix I
Authorization for Voluntary Consent (English Version)

Lynn University
THIS DOCUMENT SHALL ONLY BE USED TO PROVIDE AUTHORIZATION FOR
VOLUNTARY CONSENT

.

PROJECT TITLE: The Relationship among supervisor' Transformational and Transactional

Leadership Styles and teachers' Job Satisfaction in Taiwan Higher Education

Project IRB Number:
Florida 33431

Lynn University 3601 N. Military Trail Boca Raton,

2006- 0 3 3

I, Chi-Ling Sung , am a doctoral student at Lynn University. I am studying Global
Leadership, with a specialization in educational leadership. Part of my education is to
conduct a research study.
DIRECTIONS FOR THE PARTICIPANT:
You are being asked to participate in my research study. Please read this carefully. This
form provides you with information about the study. The Principal Investigator (Chi-Ling
Sung) will answer all of your questions. Ask questions about anything you don't understand
before deciding whether or not to participate. You are free to ask questions at any time
before, during, or after your participation in this study. Your participation is entirely
voluntary and you can refuse to participate without penalty or loss of benefits to which you
are otherwise entitled.

PURPOSE OF THIS RESEARCH STUDY: The study is about the relationship among
supervisors' transformational and transactional leadership styles and teachers' job satisfaction
in higher education in Taiwan. There will be approximately 500 people
study. Participants will be at least 18 years of age, and do not have
language or educational barriers that precludes the understruidiilg of
this authorization for voluntary consent. The panicipants' ages range between

.

.

All participants are full time faculty members in six Taiwan higher education schools.located
in Taichung city, Taipei city, Taipei county, ~ a o - ~ u acountry,
n
and Ping-Tung county.
Participants are instructors in Taiwan higher education system who are able to read, speak,
and write in Chinese language.
PROCEDURES:
The researcher will mail a survey package including the invitation, consent information,
purpose, procedure, possible risks, and possible benefits, assurance of anonymity, instructions,
and survey instrument to you. If you agree to participate in this survey, you will be asked to
read the consent form. You will first complete a socio-demographic profile with 5 questions.
Then you will be asked to complete a Multifactor Leadership Questionnaire and Teacher Job
Satisfaction Questionnaire with 111 questions. These two surveys should take about 30
minutes to complete. There will be no subject identifiers on the survey form, all will be
anonymous. The questionnaires will be collected by postage paid envelopes. The sender
and return address are the same using researcher's mailing address. All responses will be
reported as a group. Thus, the researcher will not know who completed the survey and who
did not.

The participants' identities will be protected and kept anonymous from the

researcher.
POSSIBLE RISKS OR DISCOMFORT: This study involves minimal risk. You may find
that some of the questions are sensitive in nature. In addition, participation in this study
requires a minimal amount of your time and effort.
POSSIBLE BENEFITS: There may be no direct benefit to you in participating in this
research. But knowledge may be gained which may help Taiwan higher education system to
maintain their professional faculty and a competitive edge.
FINANCIAL CONSIDERATIONS:

There is no financial compensation for your

participation in this research. There are no costs to you as a result of your participation in
this study.
ANONYMOUS:
Every effort will be made to maintain the anonimity. Your identity in this study will be
treated as anonymous. The researcher will use numbers to code every participant. After
you finish this survey, you will be asked to put the survey into postage paid envel
mail back to the researcher. Then, the researcher will create a database wit! p
for complete anonymous. All the data gathered during this study, will b
anonymous. Data will be stored in a security locked cabinet or locked des\(

F'V&~%

Imm i r e of

after the study is conducted the data will be destroyed. All information will be held in strict
confidence and may not be disclosed unless required by law or regulation.
The result of this study may be published in a dissertation, scientific journals or presented at
professional meetings.

In addition, your individud privacy will be maintained in all

publications or presentations resulting from this study.

RIGHT TO WITHDRAW: You are fiee to choose whether or not to participate in this
study. There will be no penalty or loss of benefits to which you are otherwise entitled if you
choose not to participate.

CONTACTS FOR QUESTIONSIACCESS TO CONSENT FORM: Any further
questions you have about this study or your participation in it, either now or any time in the
future, will be answered by Chi-Ling Sung (Principal Investigator) who may be reached at:
and Dr. William Leary, faculty advisor who may be reached at:
. For any questions regarding your rights as a research subject, you may call Dr.
Farideh Farazmand, Chair of the Lynn University Institutional Review Board for the
Protection of Human Subjects, at

. If any problems arise as a result of your

participation in this study, please call the Principal Investigator (Chi-Ling Sung) and the
faculty advlsor (Dr. William Leary) immediately. A copy of this consent form will be given
to you.

I hereby certify that a written explanation of the nature of the above project has been provided
to the person participating in this project. A copy of the written documentation provided is
attached hereto. By the person's consent to voluntary participate in this study, the person has
represented that he/she is at least I 8 years of age, and that helshe does not have a medical
problem or language or educational bamer that precludes hisher understanding of my
explanation. Therefore, I hereby certify that to the best of my knowledge the person
participating in this project understands clearly the nature, demands, benefits, and risks
involved in hisher participation.

'

Date of IRB Approval:
Signature of Investigator

o q [ l ~ / a b-
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Authorization for Voluntary Consent (Chinese Version)
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Appendix K

IRB Approval

Lynn University

Principal Investigator: Chi-Ling Sung
Project Title: The Relationship among Supervisors' Transformational and Transactional
Leadership styles and Teacher Job Satisfaction in Higher Education
Instructors in Taiwan
IRB Project Number 2006-033
IRB ACTION by the CONVENED FIJLL BOARD:

Date of IRB Review of Application 2nd Research Protocol: 0911 1/06
IKB ACTION: Approved X Approved w/provision(s) -Nor: Approved -Other

-,

COMMENTS:
Yes X N o t Applicable -Written X Other Consent Required: No Consent forms must bear the research protocol expiration date of 0911 1/07
Application to ContinueRenew is due:
1) For a Convened Full-Board Review, two months prior to the due date for renewal

x

2) For an Expedited IRE3 Review, one month prior to the due date for renewal -

3) For review of research with exempt status, one month prior to the due date for
renewal Name of IRE3 Chair (Print) Farideh Farazmand
Signature of IRE3 Chair

Date:

Cc. Dr. Leary
Institutional Review Boaid for the Protection of Human Subjects
L,ynn University
3601 N.Miiita~yTrail Bcca Rator!, t'ixida 3?43 1

09/11/06

Appendix L
Permission to Use the Multifactor Leadership Questionnaire

Phone:
info@rnindgarden.com

Mind Garden, Inc.
855 Oak Grove Ave., Suite 215
Menlo Park. CA 94025
Order Date: 7/6/2006 Order Number:
Payment Type:
Credit Card #:

I--

/

6

Billing Invoice
-I

-

I

Order Notes:

Ship to:

Chi-Ling Sung

(IS

Bill to:

Chi-Ling Sung
US

Shipping: $17.50

Special Instructions: I need the Chinese visi

Return Policy:

Returns and Exchanges
Reproduction sets and pdf files may not be returned. Returns will be accepted within thirty days of
purchase. Returns must be sent to Mind Garden by certified mail or other traceable method.
To receive credit, products must be in re-salable condition and accompanied by a copy of the
original invoice. Shipping charges are nonrefundable.

Appendix M
Permission to Use the Teacher Job Satisfaction Questionnaire

Long Island University
C. W. Post Campus
Department of Educational Administration and Leadership
720 Northern Boulevard
Brookville, NY 11548 .

July 11,2006

Chi-Ling Sunl(Amy)

Dear Amy:
Thank you very much for your interest in the Teacher Job Satisfaction Questionnaire that I
developed and validated. Your research sounds very interesting and I think that it will make a real
contribution to the field.
You have my written permission to use the TJSQ in your study and to make as many copies of the
TJSQ as needed for your study. When you complete your research, please send me a copy of your
results.
If I may be of any assistance to you, please feel free to contact me.
Sincerely,

Paula E. Lester, Ph.D.
Professor
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Multiple Regression Output for Hypotheses Findings

Hypotheses IndependedDependent Variables

Model
Explanatory
Table
Significant Variable(s)/More impact

H1

Yes

Job satisfaction (satisfied versus dissatisfied teachers)

The qualities of transformational leadership (Idealized Attributes,
Idealized Behaviors, Inspirational Motivation, Intellectual
Stimulation, and Individualized Consideration) and the qualities
of transactional leadership (Contingent Reward, Active
Management by Exception, and Passive Management
by-Exception).
The qualities of transformational leadership (Idealized Attributes,
Idealized Behaviors, Inspirational Motivation, Intellectual
Stimulation, and Individualized Consideration) and the qualities
of transactional leadership (Contingent Reward, Active
Management by Exception, and Passive Management
by-Exception)
Teacher job satisfaction (with supervision, colleagues, working
condition, pay, responsibility, work itself, advancement, security,
and recognition).

Transformational
7
leadership styles
(Idealized Attributes,
Idealized Behaviors,
Inspirational Motivation,
Intellectual Stimulation,
and Individualized
Consideration

Hypotheses Independentmependent Variables
H2a

-

H2b

3.

3

H2c

Model
Explanatory
Table
Significant Variable(s)/More impact

The qualities of transformational leadership (Idealized Attributes, Yes
Idealized Behaviors, Inspirational Motivation, Intellectual
Stimulation, and Individualized Consideration) and the qualities
of transactional leadership (Contingent Reward, Active
Management by Exception, and Passive Management
by-Exception)
Teacher job satisfaction with supervision
The qualities of transformational leadership (Idealized Attributes, Yes
Idealized Behaviors, Inspirational Motivation, Intellectual
Stimulation, and Individualized Consideration) and the qualities
of transactional leadership (Contingent Reward, Active
Management by Exception, and Passive Management
by-Exception)
Teacher job satisfaction with colleagues
The qualities of transformational leadership (Idealized Attributes, Yes
Idealized Behaviors, Inspirational Motivation, Intellectual
Stimulation, and Individualized Consideration) and the qualities
of transactional leadership (Contingent Reward, Active
Management by Exception, and Passive Management
by-Exception)
Teacher job satisfaction with working condition

Idealized attributes,
8
inspirational motivation,
individualized
consideration and passive
management by
exception

Idealized attributes,
9
inspirational motivation,
individualized
consideration,
active management by
exception and passive
management by
exception
10
Idealized attributes,
inspirational motivation,
contingent reward and
passive management by
exception

Hypotheses IndependentIDependent Variables
H2d

--

H2e

-4

H2f

Model
Explanatory
Table
Significant ~&iable(s)/Moreimpact
The qualities of transformational leadership (Idealized Attributes, Yes
Idealized attributes,
11
Idealized Behaviors, Inspirational Motivation, Intellectual
inspirational motivation,
Stimulation, and Individualized Consideration) and the qualities
intellectual stimulation,
of transactional leadership (Contingent Reward, Active
individualized
Management by Exception, and Passive Management
consideration and active
by-Exception)
management by
exception

Teacher job satisfaction pay
The qualities of transformational leadership (Idealized Attributes, Yes
Idealized Behaviors, Inspirational Motivation, Intellectual
Stimulation, and Individualized Consideration) and the qualities
of transactional leadership (Contingent Reward, Active
Management by Exception, and Passive Management
by-Exception)
Teacher job satisfaction with responsibility
The qualities of transformational leadership (Idealized Attributes, Yes
Idealized Behaviors, Inspirational Motivation, Intellectual
Stimulation, and Individualized Consideration) and the qualities
of transactional leadership (Contingent Reward, Active
Management by Exception, and Passive Management
by-Exception)
Teacher job satisfaction with work itself

Inspirational motivation 12

Idealized behaviors,
contingent reward and
active management by
exception

13

Hypotheses IndependentIDependent Variables
H2g

H2h

H2i

Model
Explanatory
Table
Significant Variable(s)Nore impact
The qualities of transformational leadership (Idealized Attributes, Yes
Inspirational motivation 14
Idealized Behaviors, Inspirational Motivation, Intellectual
.
Stimulation, and Individualized Consideration) and the qualities
of transactional leadership (Contingent Reward, Active
Management by Exception, and Passive Management
by-Exception)

Teacher job satisfaction with advancement
The qualities of transformational leadership (Idealized Attributes, Yes
Idealized Behaviors, Inspirational Motivation, Intellectual
Stimulation, and Individualized Consideration) and the qualities
of transactional leadership (Contingent Reward, Active
Management by Exception, and Passive Management
by-Exception)
Teacher job satisfaction with security
The qualities of transformational leadership (Idealized Attributes, Yes
Idealized Behaviors, Inspirational Motivation, Intellectual
Stimulation, and Individualized Consideration) and the qualities
of transactional leadership (Contingent Reward, Active
Management by Exception, and Passive Management
by-Exception)
Teacher job satisfaction with recognition

Idealized attributes and
active management by
exception

15

Active management by
exception

16

Hypotheses IndependentIDependent Variables

H2j

4

w

113

Model
Explanatory
Table
Significant Variable(s)/More impact

The qualities of transformational leadership (Idealized Attributes, Yes
Idealized Behaviors, Inspirational Motivation, Intellectual
Stimulation, and Individualized Consideration) and the qualities
of transactional leadership (Contingent Reward, Active
Management by Exception, and Passive Management
by-Exception)
Teacher job satisfaction
The qualities of transformational leadership (Idealized Attributes,
Idealized Behaviors, Inspirational Motivation, Intellectual
Stimulation, and Individualized Consideration), the qualities of
transactional leadership (Contingent Reward, Active Management
by Exception, and Passive Management by-Exception) and
demographic and work profile (gender, age, years of teaching
experiences, educational level and salary)
Teacher job satisfaction (with supervision, colleagues, working
condition, pay, responsibility, work itself, advancement, security,
and recognition

Idealized attributes and
inspiration motivation
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Hypotheses IndependentIDependent Variables
H3a

Model
Explanatory
Table
Significant Variable(s)/More impact
The qualities of transformational leadership (Idealized Attributes, No
Idealized attributes,
IS
Idealized Behaviors, Inspirational Motivation, Intellectual
inspirational motivation,
Stimulation, and Individualized Consideration), the qualities of
individualized
transactional leadership (Contingent Reward, ~ c t i v e ~ a n a ~ e r n e n t
consideration and passive
by Exception, and Passive Management by-Exception) and
management by
exception
demographic and work profile (gender, age, years of teaching
experiences, educational level and salary)
Teacher job satisfaction with supervision
The qualities of transformational leadership (Idealized Attributes, No
Idealized Behaviors, Inspirational Motivation, Intellectual
Stimulation, and Individualized Consideration), the qualities of
transactional leadership (Contingent Reward, Active Management
by Exception, and Passive Management by-Exception) and
demographic and work profile (gender, age, years of teaching
experiences, educational level and salary)

Teacher job satisfaction with colleagues
The qualities of transformational leadership (Idealized Attributes, No
Idealized Behaviors, Inspirational Motivation, Intellectual
Stimulation, and Individualized Consideration), the qualities of
transactional leadership (Contingent Reward, Active Management
by Exception, and Passive Management by-Exception) and
demographic and work profile (gender, age, years of teaching
experiences, educational level and salary)
Teacher job satisfaction with working condition

Salary
Idealized attributes,
19
inspirational motivation,
individualized
consideration,
active management by
exception and passive
management by
exception
Educational level
20
Idealized attributes,
inspirational motivation,
contingent reward and
passive management by
exception

Years of teaching
experiences

Hypotheses IndependentDependent Variables
H3d

Model
Ex~lanatorv
Table
Significant vkiable(s)/More impact
21
The qualities of transformational leadership (Idealized Attributes, No
Idealized attributes,
Idealized Behaviors, Inspirational Motivation, Intellectual
insuirational motivation.
Stimulation, and Individualized Consideration), the qualities of
intellectual stimulation,
transactional leadership (Contingent Reward, Active Management
individualized
by Exception, and Passive Management by-Exception) and
consideration and active
demographic and work profile (gender, age, years of teaching
management by.
experiences, educational level and salary)
exception

Teacher job satisfaction with pay
The qualities of transformational leadership (Idealized Attributes, No
Idealized Behaviors, Inspirational Motivation, Intellectual
Stimulation, and Individualized Consideration), the qualities of
transactional leadership (Contingent Reward, Active Management
by Exception, and Passive Management by-Exception) and
demographic and work profile (gender, age, years of teaching
experiences, educational level and salary)

Gender
Inspirational motivation 22

Teacher job satisfaction with responsibility

Years of teaching
experiences
Idealized behaviors,
contingent reward and
active management by
exception

The qualities of transformational leadership (Idealized Attributes, No
Idealized Behaviors, Inspirational Motivation, Intellectual
Stimulation, and Individualized Consideration), the qualities of
transactional leadership (Contingent Reward, Active Management
by Exception, and Passive Management by-Exception) and
demographic and work profile (gender, age, years of teaching
experiences, educational level and salary)
Teacher job satisfaction with work itself

Salary

23

Hypotheses IndependentIDependent Variables
H3g

Model
Explanatory
Table
Significant Variable(s)/More impact
The qualities of transformational leadership (Idealized Attributes, No
Inspirational motivation 24
Idealized Behaviors, Inspirational Motivation, Intellectual
Stimulation, and Individualized Consideration), the qualities of
transactional leadership (Contingent Reward, Active Management
by Exception, and Passive Management by-Exception) and
demographic and work profile (gender, age, years of teaching
experiences, educational level and salary)

Teacher job satisfaction with advancement
The qualities of transformational leadership (Idealized Attributes, Yes
Idealized Behaviors, Inspirational Motivation, Intellectual
Stimulation, and Individualized Consideration), the qualities of
transactional leadership (Contingent Reward, Active Management
by Exception, and Passive Management by-Exception) and
demographic and work profile (gender, age, years of teaching
experiences, educational level and salary)

Age
Idealized attributes and
active management by
exception

Teacher job satisfaction with security

Years of teaching
experiences

25

Hypotheses
IndependentfDependentVariables
-H3i

Model
Explanatory
Table
Significant ~&iable(s)/Moreimpact
The qualities of transformational leadership (Idealized Attributes, Yes
Active management by 26
exception
Idealized Behaviors, Inspirational ~otivation,Intellectual
Stimulation, and Individualized Consideration), the qualities of
transactional leadership (Contingent Reward, Active Management
by Exception, and Passive Management by-Exception) and
demographic and work profile (gender, age, years of teaching
experiences, educational level and salary)
Teacher job satisfaction with recognition
The qualities of transformational leadership (Idealized Attributes, Yes
Idealized Behaviors, Inspirational Motivation, Intellectual
Stimulation, and Individualized Consideration), the qualities of
transactional leadership (Contingent Reward, Active Management
by Exception, and Passive Management by-Exception) and
demographic and work profile (gender, age, years of teaching
experiences, educational level and salary)

Teacher job satisfaction

Years of teaching
experiences
Idealized attributes and
inspirational motivation

Years of teaching
experiences
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